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This thesis aims to provide a comprehensive theoretical basis for understanding the complexity 
of the motivation concept. Additionally, discussion on work performance, factors that affect it, 
significance of motivation for good work performance as well as the role of satisfaction in the 
aforementioned relationship are all addressed in the literature review and serve as a foundation 
for investigating these issues in the specific context. Namely, the key findings indicated that 
young employees of Montenegrin SMEs are all driven by extrinsic motives regardless of their 
education or task difficulty, but that only highly educated individuals and individuals whose 
tasks are demanding value intrinsic motivation. Furthermore, the greatest dissatisfaction was 
reported with the level of pay, which was found to be a strong determiner of job satisfaction. 
Aside from providing a thorough discussion on the findings of our research, we compare it to 
that of other relevant studies conducted in the Balkans region in order to reveal if there are any 
sociological, cultural or economic patterns characteristic for the given geographical area.  
Key words: motivation, intrinsic motivation, extrinsic motivation, job satisfaction, work 
performance, human resource management 
 
Povzetek:  
Cilj magistrske naloge je zagotoviti celovito teoretično osnovo za razumevanje kompleksnosti 
koncepta motivacije. Dodatno v pregledu literature naslovimo delovno učinkovitost in 
dejavnike, ki vplivajo nanjo; pomen motivacije za uspeh pri delu in vlogo osebnega 
zadovoljstva pri tem, kar služi kot ustrezna podlaga za pojasnjevanje teh vprašanj v našem 
izbranem kontekstu. Ključne ugotovitve kažejo, da mlade zaposlene v črnogorskih MSP ne 
glede na njihovo izobrazbo ali težavnost delovnih nalog najbolj vodijo ekstrinzični motivacijski 
dejavniki ter da intrinzično motivacijo cenijo zgolj visoko izobraženi posamezniki in 
posamezniki z zahtevnimi delovnimi nalogami. Najpogostejše nezadovoljstvo zaposlenih je z 
višino plače, kar je ugotovljeno tudi kot odločilen dejavnik (ne)zadovoljstva z delom. Poleg 
podrobne razprave o ugotovitvah naše raziskave podamo primerjavo z rezultati drugih ustreznih 
študij na območju Balkana, da bi dognali morebitne sociološke, kulturne ali gospodarske 
vzorce, značilne za to geografsko območje. 
Ključne besede: motivacija, intrinzična motivacija, ekstrinzična motivacija, zadovoljstvo z 
delom, uspešnost dela, upravljanje človeških virov 
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1.1 Goal and Purpose of the Thesis 
Organizations operating on nowadays’ market are facing more powerful competition than ever. 
Challenges must be set rather high and competitive advantage sought through ways accordant 
with contemporary environment if the organization is not to be doomed to failure. Namely, 
employees are considered the most powerful source of competitive advantage, as their key 
competences are believed to directly enhance organizational value and performance. 
Accordingly, it is in organisations’ best interest to learn how to get the most out of their 
employees. In order to increase employees’ productivity, managers must be aware of the 
important role of motivation that will help direct employees’ energy, knowledge, skills and 
abilities in desired direction. In other words, so to work effectively, employees need to see the 
value in their work, to be stimulated, inspired i.e. properly motivated. Otherwise, as Osabiya 
(2015, p. 62) put it, poorly managed and motivated employees “have the potential to severely 
limit organizational growth and threaten the viability of a business”. 
Early 20th century was marked by development of industry and organized work, when employee 
motivation became recognized and valued factor in organizations. Increasingly present 
scientific view on the concept of motivation sought answers to questions why people work, why 
they seek power and respect, why they desire to be part of organizations, etc. In the 1950s, first 
theories of motivation appeared as a result of the search for answers to the aforementioned 
questions.  
Given the complex character of this phenomenon, a great deal of theoretical part will be devoted 
to explaining theories and types of motivation, after which the concept of performance will be 
introduced. With a proper background of both concepts, we will be able to present the dynamic 
relationship between motivation and performance. In addition, we will also pay attention to 
explaining how job satisfaction is related to both motivation and work performance, which will 
serve as a foundation for the subsequent empirical part. 
The main purpose of this study is to investigate how important employees’ motivation is and to 
which extent appropriate level of motivation can contribute to enhancement of employees’ and 
overall organizational performance. We will also attempt to reveal which particular factors act 
as the most prominent drivers of employees’ behaviour, which factors they are most and least 
satisfied with on the job, and if the motivators that employers enforce are adequate and 
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consistent with employees’ needs. The focus is on young employees (under the age of 35) of 
Montenegrin SMEs. The value of this thesis is reflected in its contribution to exploration of a 
rather scarcely investigated topic on the Montenegrin market. The results of this research may 
also be helpful for Montenegrin companies whose aim is to motivate and therefore retain their 
most powerful source of competitive advantage.  
 
1.2 Organisation of the Thesis 
The paper is organized in five chapters. Namely, after the first introductory chapter, the second 
aims to provide a thorough theoretical framework, the third focuses on empirical research, while 
the final two chapters are devoted to discussion, comparison to other relevant research, 
concluding thoughts and recommendations.  
More specifically, the chapter related to theoretical framework of this paper represents a 
combination of theoretical insights in the concept of motivation, performance and their mutual 
relationship. Firstly, we will introduce the concept of motivation by reviewing its roots and 
development within the personnel function. Then, after providing an explanation of the term 
motivation, we will try to shed light on some of the most prominent motivation theories, both 
content and process, and types of motivation that will hopefully illustrate the depth of the matter. 
Within this chapter, the term performance and its dimensions will also be tackled. In addition, 
the following section of this chapter will offer theoretical support for understanding how an 
individual’s performance can be affected by motivation. Prior to doing our own research, we 
will present some of the other authors’ studies and remarks regarding relationship between 
employee motivation and performance. Additionally, given that job satisfaction is closely 
related to both these concepts, we will briefly address their mutual relationship. 
The subsequent part will be devoted to research that is to examine the relationship between 
motivation, satisfaction and performance of young employees in the context of Montenegrin 
SMEs. Before addressing the essence of this paper, we will establish the key hypotheses and 
research questions. Moreover, applied methodology will be explained in detail. Based on the 
data gathered from the questionnaire, we will present descriptive analysis of the results and 
verify previously established hypotheses. 
The penultimate chapter will serve for the purpose of improving our understanding of the 
findings through providing additional discussion and explanations. Also, we will present a brief 
overview of relevant research conducted on the territory of the Balkans in order to examine 
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whether a common thread could be found. Finally, the chapter related to concluding thoughts 
will address the most important findings of this research. Furthermore, based on the theoretical 
foundation and outcomes of the collected data, we will provide recommendations on measures 
























2 LITERATURE REVIEW 
  
2.1 Review of Historical Development of Motivation Concepts within Human Resource 
Management 
Beginnings of fundamental principles related to personnel function can be traced back to early 
development of humanity when ancient peoples enforced less sophisticated varieties of 
traineeship and mentorship. However, the personnel function existing nowadays begins with 
industrial revolution as a turning point for employment regulation practices. In the 19th century, 
workers were faced with poor working conditions, low wages and inappropriate treatment 
which provoked violence, and thus resulted in strengthening of trade unions. As a response, 
early employment regulations associated with protection of the employee were established in 
order to address the issues of working hours, health protection, women and children on job, as 
well as the issue of job security. In Great Britain, personnel function evolved from the period 
of social welfare (1915-1920), personnel administration (1930s) and personnel management 
(1940s-1970s) to human resource management  (HRM) (1980s and on). The latter is the most 
prominent for understanding HRM in the current working environment, which is associated 
with issues such as constant learning, teamwork, quality assurance, performance appraisal, 
development of activities leading to organizational success, etc. (Svetlik & Zupan, 2009). 
Even before management related issues became scientifically shaped, early organizational 
ventures indicated that work, resistance or any other behaviour of workers was provoked by 
versatile motives. Great entrepreneurs or military leaders understood that their followers were 
sometimes driven by fear, sometimes by hope, by a belief in victory or a sense of belonging and 
sometimes by tangible material gain. However, in different periods and under different 
circumstances, importance of some motives was emphasized over that of others.  
F. W. Taylor (1911) was the first to recognize the significance of explicit explanation of 
management related issues. He developed the so called scientific management theory, which 
served as a catalyst for the variety of subsequent researches (Jalšenjak & Šestak, 2015). Taylor’s 
theory predicted that once workers are offered monetary stimulus, they will regard it as 
compensation for increased productivity and work effectiveness. The prevailing belief in the 
early 20th century was, thus, that workers were merely motivated by pay. 
By the late 1920s, the nature of work became standardized, whereas workers were seen as 
replaceable “cogs in the machinery of production” (Latham, 2007, p. 17). In other words, 
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employees were taught of merely as inputs into the production of goods and services. Caused 
by scientific management principles, job fatigue and monotony of standardized work increased 
employees’ antagonism towards management and work. Turning point for the way of thinking 
about functioning of human beings came with the series of researches that are widely referred 
to as the Hawthorne Studies (Lindner, 1998). Moreover, the historical event that supported the 
development of Hawthorne studies was the Great Depression. The economic downturn led to 
extreme human suffering and severe unemployment, which increased concern for the obvious 
dehumanization of the workplace. These studies started with the experimental research on the 
impact of working conditions, amount of working hours per day, and amount and length of 
breaks during work on job productivity. From the research they had been conducting between 
1927 and 1933, Elton Mayo and his colleagues concluded that money was a powerful incentive 
when used in conjunction with other people’s needs. Most importantly, the results suggested 
that motivation for work more frequently depended on social than on economic needs of 
employees. The assumption that an individuals’ fundamental needs are sense of belonging and 
affiliation is, nonetheless, criticized vigorously for being oversimplifying (Latham, 2007). 
However, for their introduction of human relations approach to management, Hawthorne 
studies are considered seminal.  
In light of the findings of Mayo and his colleagues, psychologists noticed that every individual 
feels the urge to express themselves, which awoke consciousness about importance of employee 
participation in the decision-making process. This issue was more thoroughly addressed later 
within the “voice” concept. Findings from the Hawthorne studies and the events following the 
economy boom after the World War II “led Maier (1946) to conclude that the most undeveloped 
aspect of industrial progress was management of labour power” (as cited in Latham, 2007, p. 
21). The following notion of vital importance was that productivity could be maximized if the 
abilities and motives of the worker were considered. 
However, psychological research developed in the first half of the 20th century was mostly 
atheoretical. This was about to change with the Maslow’s ground-breaking theory of needs, 
which drew great deal of attention and inspired development of all the numerous forthcoming 
theories. Nonetheless, before introducing relevant theories of motivation, we will pay particular 




2.2 What is Motivation? 
Why do people work? Why do they make an effort to achieve certain goals? Maybe they enjoy 
feeling responsible and respected in their work environment. Maybe it is the nature of the job 
that fulfils them since they have a lot of opportunities to learn and to grow. It might be that they 
feel properly rewarded for the effort they make. Maybe they are not going to work eagerly, but 
a good pay compensates for the dullness of the job. By asking ourselves a question why we do 
our job (the way we do it), we directly address the issue of motivation.  
The nature of business environment changed radically over the past few centuries. In 
contemporary society, employee motivation became a powerful and inevitable instrument in 
gaining competitive advantage (Šalić, Alčaković, & Golijanin, 2015) which explains why 
numerous attempts have been and are still being made to contribute to exploration of the field. 
There is no doubt that a successful organization should strive for hard-working, competent, 
knowledgeable and flexible people. However, having the most exceptional experts at one’s 
disposal appears not to be enough to be a guarantee for success, as a competent person without 
a drive for putting their effort in what they do is likely to underperform. In order to utilize their 
potentials, one ought to find a purpose to behave in a particular way.  In simple terms, the energy 
and effort that a person is willing to put in certain activities or tasks for any reason is called 
motivation. Still, such a complex field is somewhat more layered than that. 
In order to gain a better insight in the concept of motivation, it might be useful to primarily 
discern what motivation is not. Firstly, unlike its outward implications, motivation is not 
directly observable. Also, it is not to be mistaken for satisfaction even though the concepts are 
closely related. The main distinction is that “satisfaction is past oriented, whereas motivation is 
future oriented” since satisfaction reflects “people’s feelings about the rewards they have 
received” (Denhardt, Denhardt, & Aristigueta, 2002, p. 157). Finally, although it can be 
influenced, motivational process is not directly controllable, for motivation occurs within one’s 
mind.  
Many definitions of motivation can be found within the psychology, sociology, organizational 
behaviour and economics literature. According to Mitchell (1982, p. 82) motivation is “the 
degree to which an individual wants and chooses to engage in certain specified behaviours”. 
Motivation is also perceived as internal force which encourages people to perform certain 
activities and tasks so to achieve particular purposes (Ivanuša Bezjak, 2006). Luthans (2010) 
describes it similarly as a process in which the behaviour is triggered by unfulfilled need and is 
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directed towards a goal or incentive. Whereas there is discordance among authors about what 
aspects of definition should be emphasized, there is consensus about its two underlying 
characteristics: individuality and intentional choice of behaviour. Moreover, behavioural 
characteristics universally associated with this phenomenon are initiation, direction, intensity 
and persistence of behaviour (Kress, Sharon & Bassan, 1981; Landy & Becker, 1987; Dipboye, 
2018). The level of human motivation is, therefore, reflected in the choices people make, effort 
and intensity they exert in pursuing the goal as well as in readiness to overcome frustrations or 
doubts despite the difficulty of the task.  
Aside from the aforementioned characteristics, the fact that motivation is environmentally 
dependent must not be neglected (Ching, 2015). Dipboye (2018) illustrates it simply through 
the example of a student who reconsiders their choice to go to medical school after poorly 
performing on the biology and chemistry exam. Specifically, as Denhardt et al. (2002) 
suggested, human motivation and behaviour are influenced by characteristics of a particular 
context in which people find themselves. It is hence interaction of the whole spectrum of 
internal, individual factors with environmental ones that constructs motivational system.  
All of the previously mentioned qualities of motivation hold true for work motivation as well, 
which is reflected in Kanfer’s (1990) definition of work motivation. She describes it “as the 
psychological processes that determine the direction, intensity, and persistence of action within 
the continuing stream of experiences that characterize the person in relation to his or her work” 
(as cited in Kanfer, Chen & Pritchard, 2008, p. 3). Nonetheless, the individual’s cognitions, 
attitudes and behaviour are affected by determinants and consequences of organized work, 
which makes an important feature that distinguishes work motivation. 
 
2.2.1 The Process of Motivation 
As the definition itself indicates, the process of motivation is no less than compound. Many 
authors suggest that motivation is a process related to satisfying individual needs of employees 
consisting of six steps (Figure 2.1).  











Source: Treven (1998) “Management človeških virov” 
To illustrate what was previously said about motivation, the basic model of the motivation 
process starts with unfulfilled needs for which every individual feels tension. An individual is 
then motivated to act in a way so to fulfill their goal or need after which the tension is reduced. 
More specifically, as unfulfilled needs cause the state of imbalance in the organism, an 
individual feels the need to let go of that tension. An individual is then driven by the state of 
tension to respond and direct their behavior towards fulfillment of needs which automatically 
reduces the tension in the organism (Treven, 1998). Once the need or goal is achieved and 
tension is reduced, an individual develops some other need and the process begins anew. 
Given that we speak of motivation of employees in an organization, it is important to understand 
that needs that individuals wish to fulfill must be in compliance with organizational goals. 
 
2.3 Theories of Motivation 
Due to complexity of human nature, differences in people’s needs and wishes as well as other 
factors that may affect one’s level of motivation, we cannot speak of a single motivational 
pattern applicable to everybody. Many scholars were inspired to develop various theories of 
motivation with different measurement instruments. Yet, Klein (1989) notes that despite their 
effort to make a universal, “right” theory, none of them is suitable for every situation, context 
or person. In addition, the existing approaches should not necessarily be regarded as 
incongruent, as they rarely contradict, but rather uphold or overlap with each other.  
In spite of the fact that each of the theories has its own peculiarity, categorizing them by similar 
features helps us get a clearer overview. There are two central classifications of motivation 
theories that are predominant in the literature: content and process theories of motivation. 
According to Kress, Sharon, & Bassan (1981), content theories focus on identifying the specific 
variables that affect one’s behaviour while assuming that people have a set of needs, drives and 
goals which they pursue. In such theories, the process by which motivation occurs is examined 
to a lesser extent (e.g., Maslow, 1946; McGregor, 1957; Herzberg, 1968; Alderfer, 1969; 
McClelland, 1988). On the other hand, process theories explain how motivational variables 
influence choice, intensity and persistence of behaviour. They are focused on cognitive 
judgement as well as on an individual’s interaction with environment. Furthermore, Dipboye 
(2018, p. 172) emphasizes that purposeful, conscious thought is “a pervading theme across all 
process theories” (e.g., Skinner, 1935; Adams, 1963; Vroom, 1967; Locke et al., 1990).  
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When grouped in this manner, the two categories of motivation might seem mutually exclusive. 
Yet, it is only that they are concerned with different aspects of this phenomenon. Moreover, as 
Thierry (1998, p. 256) points out, “there are hardly any pure content or process theories: it is 
almost always a matter of the focus shifting more towards one than the other”. 
In the subsequent section, we will present a comprehensive review of both content and process 
theories of motivation respectively. Besides, we will also devote a section to explaining job 
characteristics model, since its significant contribution to understanding yet one perspective of 
motivation is not to be neglected. Finally, an all-encompassing model of motivation will be 
presented. 
 
2.3.1 Content Theories of Motivation 
Some of the first content theories of motivation that are characterized by focus on individual 
needs served as an impetus for development of a vast variety of motivational theories existing 
today. As outlined earlier, content theories are directed towards determining what is it that 
attracts human attention and makes individuals behave persistently in a way they do. In short, 
in all content theories, specification of human needs is brought into focus (Thierry, 1998). In 
this chapter, the following theories of motivation will be discussed: Maslow’s hierarchy of 
needs theory, Alderfer’s ERG theory, McGregor’s theory X and theory Y, Herzberg’s two-
factor theory and McClelland’s theory of socially acquired needs. By reviewing the above 
mentioned theories, we will learn how perception of motivation evolved over time and how 
understanding of human needs gradually broadened.  
Maslow’s Hierarchy of Needs Theory 
Abraham Maslow’s hierarchy of needs is referred to as “a conceptual starting point for 
motivation theory” (Wilson, 2004, p. 146)  and has as such been influential in mainstream 
management literature. In his model, there are five levels of individual needs that are arranged 
in the hierarchy from lowest to highest in the following order: physiological, safety, social, self-
esteem, self-actualization (Figure 2.2). Maslow argues that the lower-level needs must be 
satisfied so that a person can address higher-level needs. Primarily, a person is concerned with 
fulfilment of physiological and safety needs that are of vital importance for existence, such as 
food, water and shelter. Once these needs are satisfied, people begin to develop the need for 
affection and belongingness. After this need is fulfilled, people experience the desire for 
recognition, prestige and achievement that support positive self-image. The final stage of the 
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hierarchy represents people’s self-fulfilment, absolute realization of one’s potential which is, 
according to Maslow, reached by few (Bowditch & Buono, 2005). Maslow claims that when 
the current level of need is fulfilled, it becomes less powerful as a motivator. At that point, we 
shift our attention to realization of next-level needs. It implies that once our thirst is satisfied, 
we no longer will seek water (Denhardt et al., 2000). 
Figure 2.2 Maslow’s hierarchy of needs  
 
 
Source: Adapted from A. H. Maslow (1943), “A Theory of Human Motivation”, Psychological Review, 
vol. 50 
The significance and influence of Maslow’s work on subsequent research is unquestionable, 
since it has been proven that the recognized and identified needs within the hierarchy levels are 
truly existing. Nonetheless, the problem is that there is little evidence in empirical research to 
completely support the idea of progression from one level to the next. Some of the raised 
questions are concerned with the extent to which already satisfied needs cease to be motivators, 
as well as if people can be motivated by social, esteem and self-fulfilment needs at the same 
time (Bowditch & Buono, 2005).  
It must be emphasized that Maslow did not intend his needs hierarchy model to be applied to 
work motivation, but was rather a perspective on human motivation in general (ibid; Luthans, 
2010). However, this theory still was of vital importance to management as it contributed to 
raising awareness of the diverse needs of employees at work. In this sense, organizations learned 
that if they are to maximize employees’ contributions, they need to tailor incentives based on 









Alderfer’s ERG Theory 
Whereas Maslow offered a more general perspective on motivation, Alderfer studied workers’ 
behaviour in work setting. Using Maslow’s need hierarchy as a basis, Alderfer proposed a new, 
similar, but somewhat modified theory. In particular, he compressed Maslow’s five levels of 
needs into three basic categories: existence (E) or survival needs, relatedness (R) needs dealing 
with social interaction and esteem, and growth (G) needs related to ego fulfilment. Unlike 
Maslow, he suggested that there was no clear boundary between the proposed need levels and 
that people could progress from one level to another without completely satisfying the previous 
need. However, his greatest contribution to the understanding of motivation lies in the thought 
that need mechanism consists not merely of satisfaction-progression, but also of frustration-
regression components. That is to say, if a particular need is not satisfied, an inner state of 
frustration regression occurs, resulting in an individual focusing on finding satisfaction in the 
previously fulfilled need. He suggested that the lower-level needs were more concrete when 
compared to higher-level needs, which, according to Alderfer, involved uncertainty. That 
explains why less cognitively demanding task becomes acceptable when an individual fails at 
satisfying a more abstract need (Landy & Becker, 1987). When applied to work environment, 
socialization with co-workers becomes satisfying after a worker meets frustration in satisfying 
growth needs, since relatedness needs continue to motivate workers. 
Criticism of Alderfer’s model, similarly as of Maslow’s, primarily focused on its universality. 
The questioned issue was the assumption that every human being functioned from such a 
hierarchy, which therefore implied questioning the universal applicability of need levels to 
workers. Yet one limitation of this theory from the perspective of organizations was that it did 
not provide managers with an unambiguous foundation for understanding what motivates their 
employees. Although it had not received much more empirical support than that of Maslow, 
this theory was a radical breakthrough from the cognitive perspective.  
McGregor’s Theory X and Theory Y 
Douglas McGregor was yet one scholar to use Maslow’s work as the point of departure. He 
outlines two opposite theories, theory X and theory Y, which represent managers’ assumptions 
regarding employees. Moreover, their perception of human nature strongly influences the way 
they approach the issue of work motivation. Theory X holds that an average worker is inherently 
lazy, lacks ambition, is focused on their own needs, and is not very bright. For having such 
passive characteristics and resistant attitude towards organizational needs, he needs to be 
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directed, punished and controlled by management. Contrarily, the assumption underlying 
Theory Y is that workers are capable of self-control and self-direction, have potential for 
development, and that they are not resistant to responsibility or organizational goals. The 
essence of Theory Y is that management should encourage and make possible for people to 
arouse these characteristics. In addition, as stated by Bratton et al. (2010), Theory Y was directly 
based on Maslow’s theory, since allowing self-esteem and self-actualization needs to be 
satisfied implies achieving self-control and self-direction. 
As Denhardt et al. (2002, p. 161) put it, it implies that “if workers are not motivated, then it is 
because of poor management practices that do not allow people’s natural positive attitude 
towards work to emerge”. In spite of the fact that many managers claim that they let themselves 
be led by Theory Y, there might be a gap between words and practice. 
Herzberg’s Motivator-Hygiene Theory 
Another significant contribution to work motivation is Frederick Herzberg’s two-factor theory, 
which instigated arousal of new debates and broadened perspectives on the concept of 
motivation. The theory emerged as a result of the research he had conducted in which 
respondents were asked to identify situations that made them feel exceptionally good or bad 
about their job. After having analysed the responses, Herzberg found that there were two 
different, albeit not opposing, dimensions of motivation, which he referred to as hygiene factors 
and motivators (Figure 2.3). Firstly, he argued that factors that prevent job dissatisfaction do 
not influence growth of employees, for the opposite of job dissatisfaction is not job satisfaction, 
but rather no job dissatisfaction. Such factors, which are known as hygiene factors or 
dissatisfiers, cause unhappiness at work and are allied to job context. On the other hand, factors 
that are related to job content lead to job satisfaction, as they encourage personal growth and 
development (Wilson, 2004). 
This theory implies that if employees are to make more than barely acceptable effort, factors 
that lead to satisfaction need to be incorporated into job design. In addition, for managers to be 
able to motivate their employees, they must be aware of those factors. As de Alberdi (1990) 
claims, Herzberg’s theory predicts that job enrichment could increase job satisfaction and 
responsibility. Indeed, in attempt to enrich jobs, managers tended to increase the amount of 
work that is to be done, which, no wonder, caused even greater dissatisfaction in workers. 
Instead of horizontal, Herzberg suggested that job enrichment be achieved by vertical loading. 
It included granting additional authority to employees, increasing their responsibility or 
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introducing new and more challenging tasks. That way, he reckoned, workers would be 
provided with opportunities for achievement, recognition and growth. 
Figure 2.3 Herzberg’s motivator-hygiene theory 
 
Source: Adapted from F. Luthans (2010), “Organizational behaviour: An Evidence-Based Approach”, 
12th ed. 
Herzberg has, undoubtedly, made a significant contribution to the field of work motivation. In 
addition to demonstrating the importance of job enrichment, he has provided a new way of 
thinking about job satisfaction, as it was no longer viewed as “uni-dimensional concept” 
(Bowditch & Buono, 2005, p. 71). However, a new theory is always a fruitful ground for 
criticism. Many critics find that Herzberg’s motivator-hygiene theory oversimplifies 
complexities of the matter. The first problematic issue was the sample used by Herzberg. The 
question was whether the same results would have been obtained if he had focused on low-
complexity jobs. Besides, researchers have questioned definitiveness of two set of factors. 
Could it be that hygiene factors might act not only in the predicted manner, but also as 
motivators and vice versa? Could factors such as pay lead to both satisfaction and 
dissatisfaction? Despite incorporating some new insights, Herzberg’s theory does not provide a 





















McClelland’s Theory of Socially Acquired Needs 
In contrast with all previously established approaches which emphasized the innate quality of 
basic needs that people have, McClelland indicates that these needs are learned from national 
culture. Unlike Maslow, he does not set hierarchical relationship between achievement, power, 
affiliation, independence, self-esteem and security needs. Three needs that are of particular 
interest to him are achievement (nAch), power (nPow) and affiliation (nAff). Furthermore, he 
argues that although every person has certain level of each need, the degree that people 
experience these needs differ from individual to individual. In other words, the need for 
affiliation might be the most important to some, while others might be more driven by the need 
for achievement (Denhardt et al., 2002; Kaplan, 2008).  
McClelland finds that employees perform the most efficiently when they experience high need 
for achievement. These employees are believed to have desire to assume responsibility, set 
challenging goals and seek out feedback on their performance. Moreover, they rather avoid 
situations involving high level of risk.  In addition, McClelland et al. (1953) define achievement 
motive as “a process of planning and striving for excellence” (as cited in Wilson, 2004, p.150). 
On the other hand, individuals with high power needs are more assertive, tend to be risk takers, 
are sensitive to power-related stimuli and are less concerned with approval from others. They 
derive pleasure from controlling or influencing others. In practice, managers who are primarily 
driven by this need proved to be more efficient motivators than those with higher achievement 
needs. Finally, individuals with strong affiliation needs will be motivated if they have an 
opportunity to satisfy their need to engage in dialogue and please others. These individuals 
enjoy in forming new relationships, and prefer to work in a non-conflictual environment where 
they have friends rather than expert colleagues.  
A useful implication of this approach for managers to consider is that their employees have 
desire to satisfy achievement, power and affiliation needs to a different extent. Therefore, if 
employees are to be motivated, motivational strategies should be designed individually.  
 
2.3.2 Process Theories of Motivation 
Unlike content theories that mainly focus on identifying human needs, process theories are more 
concerned with understanding relationship among dynamic variables that constitute motivation. 
Rather than placing emphasis on determining what it is that motivates people, those theories 
investigate the very process of motivation and are generally characterized as more complex. 
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Moreover, the role of individuals’ cognitive processes that lead to a specific behaviour comes 
into focus. Put simply, these theories are concerned with how behaviour is energized, directed 
and maintained (Thierry, 1998). In the present chapter, we will offer a thorough description of 
the most prominent process theories such as Skinner’s reinforcement theory, Adams’s equity 
theory, Vroom’s expectancy theory and Locke’s goal setting theory. 
Adams’ Equity Theory 
Fundamental characteristic that distinguishes equity theory from others is that behaviour is not 
necessarily seen as a consequence of circumstances, but rather as a consequence of personal 
perception of a particular situation (Gates & Reinsch, 2018). Two issues of the major concern 
to this approach are people’s perception of fairness and their response to situations in which 
they feel more or less rewarded then deserved. Namely, people tend to compare their input (in 
terms of skills, effort, education, work experience etc.) to outcome (such as monetary reward, 
status, promotion). In addition to comparing their input to output, they also compare their 
rewards to that of other comparable individuals. Bratton et al. (2010, p. 200) claim that “this 
social comparison process results in feelings of equity or inequity, and leads employees to form 
a judgement on the value of outcome”, after which they are triggered to make a “cognitive 
adjustment”. In other words, if they feel that there is imbalance in input and output, they are 
motivated enough to change their behaviour (Stecher & Rosse, 2007). 
Practice shows that there are different ways of dealing with psychological discomfort associated 
with inequity. According to Adams (1965), one might, for instance, choose to work more or 
less effectively, try to obtain greater rewards, pressure their co-workers to work less hard, 
change the object of comparison or eventually quit the job. From the perspective of the HR 
manager, undesirable behaviour is that of which the consequences can be threatening to the 
organization’s performance or reputation. 
However, Adams’ process theory is not without its critics. Namely, the major problem is that it 
does not help in predicting which reactions and attempts of restoring equality will be chosen in 
certain situation. Nevertheless, equity theory has instigated some important insights in 
employee motivation. It has provided understanding of the importance of fair treatment of 
employees as well as of importance of making sure that employees’ perceptions of fairness are 
balanced. 
Vroom’s Expectancy Theory 
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Expectancy theory occupies an important place among other process theories of motivation. 
Although the model has its roots in the work of other authors (e.g. Kurt Lewin, 1935), 
expectancy theory developed to explain motivation in the work environment was first 
popularized by Victor Vroom. The basic premise of the theory is that people’s expectation that 
their efforts will lead to desirable outcome will motivate them (Kress et al., 1981). As Haslam 
(2001) points out, the nature of most desirable rewards people are motivated by is based on their 
subjective perception of values. Moreover, people engage in calculation whether rewards for 
particular performance outweigh the level of energy and effort they need to exert.  
In his book, Vroom (1964) outlines three fundamental components of this model: expectancy, 
instrumentality and valence. Expectancy refers to the extent to which individuals believe in 
realization of the outcome. It is a subjective perception whether effort will result in good 
performance. Instrumentality is related to estimation of intrinsic or extrinsic reward expected 
for successful performance. Lastly, valence refers to perception of attractiveness or value of the 
anticipated outcome for an individual (Grant & Shin, 2011). Thus, the stronger the valence and 
the greater the expectation that effort will result in desired reward, the stronger the motivation 
of an individual for engaging in specified behaviour. According to this approach, “work 
motivation is calculable if the expectancy, instrumentality and valence values are known” 
(Bratton et al., 2010, p. 202) through the following formula:  
𝐸𝑓𝑓𝑜𝑟𝑡 = 𝐸 ∑ 𝐼 𝑥𝑉  
E – expectancy; ∑ – sum; I – instrumentality; V – valence 
A useful implication for managers that can be drawn from expectancy theory is that outcomes 
that are to motivate people must be regarded as attractive. Therefore, managers must identify 
valued rewards individually, for different motivators drive different individuals (Bowditch & 
Buono, 2005). 
Although the theory is considered to be of help in predicting motivation and behaviour, the 
assumption that has commonly been criticized is that individuals thoroughly carry out complex 
calculations in order to deduce values of multiple courses of action. Another criticism is that 
people are not necessarily motivated by outcomes of performance, but can find motivation in 
performance itself. Still, despite these limitations, Vroom’s theory may contribute to 
understanding certain individual’s behaviour and important decisions for which it remains 
widely-used.   
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Skinner’s Reinforcement Theory  
Reinforcement or Organizational Behaviour Modification Theory (OB Mod) differs radically 
from others in its approach. Unlike previously reviewed process theories, Skinner’s theory does 
not focus on determining influence of an individual’s beliefs, expectations and values on their 
behaviour. Instead, Skinner believes that behaviour depends on its external consequences. For 
that reason, some authors classify it in a distinct category of reinforcement theories (e.g. 
Schermerhorn, Hunt, & Osborn, 2005). In particular, reinforcement theory proposes that an 
individual is likely to behave in a certain way due to the previous positive or negative 
consequence of that particular behaviour (Venugopalan, 2007). To put it in simple terms, people 
tend to repeat behaviours for which they were rewarded and, in contrast, they change or cease 
to behave in a way that had proved to result in punishment or no reward. Managers find this 
theory very useful since it implies that they can direct employees’ behaviour by rewarding or 
punishing them in order to maximize their effectiveness and performance. Although this theory 
can make a profound contribution to management, it is labelled as unethical for being regarded 
as a tool for manipulating people. 
In Skinner’s model, there are four possible consequences of behaviour: positive reinforcement, 
negative reinforcement, punishment and extinction. As explained by Villere & Hartman (1991), 
positive reinforcement enhances the probability of recurrence of behaviour. Namely, an 
individual who is rewarded in terms of pay, bonuses, praise or promotion will most likely repeat 
behaviour that led to positive reinforcement. Negative reinforcement, which is not to be 
mistaken for punishment, also encourages desired behaviour. Unlike in positive reinforcement, 
desired behaviour is caused by removal of undesirable stimuli. Then, punishment is applied in 
order to decrease the frequency of undesirable behaviour. It occurs when undesired measure is 
undertaken because of unwanted behaviour or when desired stimuli is withdrawn. Finally, 
extinction is related to nonreinforcing or ignoring behaviour so that it does not recur. 
Nonetheless, Ambrose & Kulik (1999) highlight that in practice, positive reinforcement showed 
to be the most powerful means for causing desired behaviour. Contrarily, punishment is often 
counterproductive since it may provoke hostility. 
However, in spite of the favourable reviews, Skinner’s theory is not free from criticism. Its 
major downside is that “individuals can become conditioned to become too dependent on 
external and extrinsic reward” (Villere & Hartman, 1991, p. 30). Moreover, individuals seem 
to be corrupted by rewards so to act in a particular and expected way. Also, the problem of 
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administering rewards is less complicated on an individual that on group basis. Nevertheless, 
when used carefully, reinforcement can be an effective managerial tool.  
 Locke’s Goal-Setting Theory 
Yet one process theory of motivation that has worthily received plenty of attention is goal-
setting theory. Its fundamental assumption is that goal-setting process serves as a motivating 
mediator for achieving desired performance and that degree to which a person will perform 
successfully depends directly on the goal they set (Kress et al., 1981). Moreover, Locke & 
Latham (2013) point out that fulfilling particular conditions enables that setting a goal results 
in optimal performance. These conditions include: being committed to goals, setting specific 
and difficult goals, and receiving feedback on performance. Aside from all these factors, it is 
crucial that individual must have an ability to achieve their goal (Figure 2.4).   








Source: Adapted from Landy & Becker (1987, p. 23), “Motivation theory reconsidered”, Research in 
Organizational Behaviour 
Firstly, in order that setting goals significantly affect performance, individuals must truly intend 
to pursue certain goal. Locke & Latham (1990) claim that commitment is high if individuals 
attach values to goal attainment as well as that it can be strengthened through monetary 
incentives if people publicly commit themselves to achieving certain goal. In addition, 
participation in goal setting was expected to be an important factor in determining the level of 
an individual’s commitment to the goal. A surprising finding of the goal commitment research 
is that individuals who had participated in the goal setting had proved to be no more committed 

















Goal setting leads to effective performance when individuals set specific and difficult rather 
than no or vague, so called “do your best” goals. The problem with an abstract goal is its 
ambiguity, as it does not specify what is regarded as effective performance. Contrarily, setting 
a clear and high goal motivates people since achieving such goal usually results in outcomes 
that are valued by individuals. Furthermore, Kress et al. (1981) hold that high goals should lead 
to higher levels of performance, for meeting such goal requires greater effort.  
Finally, Locke & Latham (1990, p. 241) insist that feedback is crucial, as it “allows performance 
to be tracked in relation to one’s goals”. Indeed, feedback is a powerful tool for influencing goal 
achievement, as it helps people orientate themselves and learn whether more effort or different 
approach or strategy to striving for their goal achievement is necessary.  
To conclude, having a clear goal results in greater persistence on the tasks, greater effort and 
attention directed towards its achievement, while it stimulates people to put more physical and 
cognitive effort in thinking about the most effective ways for achieving previously set aims. 
Overall, supported by a large number of empirical research and reviews (e.g. Latham & Yukl, 
1975), goal setting theory has been shown to be a powerful, valid and useful framework for 
understanding motivation in the workplace.  
 
2.3.3 Job Characteristics Model 
Although it cannot be characterized as purely content or process theory, Hackman and 
Oldham’s job characteristics model draws significant attention in the organizational behaviour 
study (Luthans, 2010).  The basic premise underlying the job characteristics model, commonly 
also referred to as job design, is that the nature of job itself is the key factor determining an 
employee’s motivation and performance. It assumes that certain psychological states of 
individuals need to be present for them to become motivated. Furthermore, it addresses the job 
characteristics that provoke arousal of these psychological states. 
Following Hackman & Oldham (1976), critical psychological states that make the core of the 
model are meaningfulness of work, experienced responsibility for the outcomes and knowledge 
of results. That is, “an individual develops positive affects when he learns that he has personally 
performed well on a task he cares about” (ibid, p.256). Once that state occurs, an individual is 
reinforced and encouraged to continue to perform well, for he understands that internal reward 
will suffer in case that he underperforms. The theory predicts that motivation will be present as 
long as the three states are satisfied and internal rewards valued.  Meaningfulness of work adds 
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value to an individual’s perception of it and occurs when the person sees the valued purpose in 
doing it. An individual experiences responsibility when he personally is accountable for the 
outcome of work that demanded autonomy. Lastly, knowledge of results helps an individual to 
personally decide whether the results of his efforts are satisfying (Tosi & Mero, 2007). 
However, if the performer sees the purpose of their job and feels fully responsible, but does not 
have the knowledge of results, it is less likely that he will experience internal motivation1.  
According to the model, the abovementioned psychological states exist when the following five 
key job characteristics are present: skill variety, task identity, task significance, autonomy, and 
feedback. Characteristics that determine meaningfulness of the job are skill variety, task identity 
and task significance. Skill variety refers to the degree to which an individual can utilize a 
number of different skills and talents that they possess. Task identity includes the extent to 
which a person is involved in creation of the whole product from beginning to the outcome. 
Task significance is the degree to which the job has an impact on lives or work of people within 
or outside the organization. The next characteristic determines whether an individual will 
experience responsibility. More specifically, autonomy is related to the degree to which an 
individual can independently and flexibly carry out the work. Finally, the knowledge of results 
is related to feedback, which is explained as the degree to which a person receives the 
information about effectiveness of their performance (Hackman & Oldham, 1976). 
By explaining dependence of motivation to perform on job characteristics, job design model 
has laid the foundation for many forthcoming job enrichment efforts. 
2.3.4 Integrative Model of Motivation 
Although we have reviewed major content and process theories of motivation, literature does 
not provide us with one universal theory. So, if the question is which theory should be used in 
practice so to enhance employee motivation, the answer is that all of them can serve as useful 
guides and thus deserve consideration. 
Reasonably, an all-encompassing theory should have an answer to both “what” and “how” of 
motivation, which leads us further to conclusion that joining elements of all relevant theories 
might help us understand motivation in all its complexities. Having in mind that majority of the 
reviewed theories are fortunately not inconsistent, Robbins & Judge (2017) suggest that by 
joining several models together, an integrative model of motivation can be deduced. Such model 
                                                            




addresses many aspects of motivational process and thus serves to gain a complete picture, 
which makes its application worth for managers to consider (Figure 2.5).  
Figure 2.5 Integrative model of motivation 
 
Source: Retrieved from Robbins & Judge (2017, p. 270), “Organizational behaviour”, 17th ed. 
As we can see from the above presented figure, the foundation of the integrative model is 
expectancy theory starting with individual effort which is followed by individual performance, 
then organizational rewards, finally leading to personal goals. As amount of effort is closely 
related to personal goals according to goal-setting theory, the box connecting these elements 
shows that individuals’ behaviour is goal directed. Once again, the basic foundation shows that 
employees are motivated to exert a high level of effort if they assume that it will enhance their 
performance and consequently lead to reward which is in line with their personal goal. In more 
detail, incorporation of needs theories suggests that the relationship between rewards and 
personal goals will be stronger if the individual’s dominant needs are satisfied. Yet, each of 
these basic elements of the model is affected by other factors. We can see that if the effort is to 
lead to good performance, besides the ability to perform, individuals must also perceive 
performance evaluation system as fair.  
Further analysis of the model shows that it incorporates equity theory, theory of socially 
acquired needs (achievement theory) and reinforcement theory. According to equity theory, 
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people are prone to comparing their efforts and rewards with those of relevant others, and in 
case of imbalance in this equation, the level of their motivation will drop. However, for 
motivation of “high achievers” are the elements between effort and their goals irrelevant, for 
they are motivated neither by an organization’s assessment of their performance nor by their 
rewards. Reinforcement theory is significant for the integrative model of motivation since it 
recognizes that individuals are encouraged by proper rewards. The theory predicts that a reward 
consistent to the effort exerted stimulates individuals and thus encourages good performance. 
Finally, job design is worthily included in Robbins’ & Judge’s all-inclusive model. Namely, it 
explains that if workplace characteristics provide an individual with resources for high-quality 
work, it will motivate them and therefore affect their performance positively. Similarly, 
workplace characteristics can affect an individual’s performance unfavourably.  
Given that the majority of theories addresses only one aspect of this phenomenon successfully, 
the integrative model of motivation appears to be the most comprehensive, useful and applicable 
in practice.  
 
2.4 Types of Motivation 
In understanding one’s behaviour, considering the motives behind it is of vital importance 
(Donaldson & Duggan, 2014). Motives for human behaviour can be classified according to two 
broad sets of its sources. Namely, our behaviour is either the result of internal impulses or we 
adjust our behaviour based on the external circumstances. Thus, Deci & Ryan (1985) propose 
that the nature of motivational force can be regarded as either intrinsic or extrinsic.2 In this 
chapter, we will speak of both intrinsic and extrinsic motivation respectively.  
 
2.4.1 Intrinsic Motivation 
In its broadest sense, intrinsic motivation can be explained as the energy source that drives 
individuals to pursue their internal satisfaction (Deci & Ryan, 1985). It occurs when people 
engage in activities that bring them internal rewards regardless of the absence of concrete, 
extrinsic incentives. Intrinsically motivated individuals behave in a certain way merely for the 
                                                            
2 In their subsequent work, Ryan & Deci (2000) developed a more complex perspective of motivation under self-
determination theory in which they spoke of multiple nuances of behaviour regulations, varying from complete 
amotivation to internal or autonomous motivation. However, for the purpose of our work, simplification of such 
a rich theory will be sufficient. Although we will not focus on the whole theory they had developed, some of its 
features will be briefly presented. 
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pleasure they derive from it. Moreover, an individual does not associate expectations in terms 
of incentives, pressure or punishment with their behaviour. Instead, their reward is found within 
that particular activity, for it instigates great satisfaction, enjoyment, pleasure or is challenging 
and encourages exploration (Vallerand, 1997). Ryan and Deci (2000) add that every opportunity 
that enhances people’s feeling of autonomy positively influences their intrinsic motivation. 
Furthermore, Pinder (2008) claims that for intrinsically motivated person, the feeling they 
obtain merely by performing an activity or completing the task is of much greater importance 
than any physical or social reward (as cited in Lustyk, 2017). 
In the literature, scholars state several reasons why the emphasis should be placed on intrinsic 
motivation. Firstly, intrinsically motivated people are thought of as more interested in their job 
and confident which positively impacts their persistence, self-esteem and leads to enhanced 
performance. Yet one reason is that intrinsic motivation of employees can secure a long-term 
succes for their companies (Skudiene & Auruskeviciene, 2012; Cerasoli, Nicklin, & Ford, 
2014). 
When speaking of intrinsic motives3, Luthans (2010, p. 160) describes them as “motivators that 
the person associates with the task or job itself”. Intrinsic motives might be desire to satisfy 
eagerness for responsibility, learning, sense of accomplishment or pride in one’s work. In 
addition, Hackman & Oldham (1980) suggested that the highest level of intrinsic motivation is 
reached when the following psychological states are experienced: meaningfulness of the work, 
responsibility for outcomes and knowledge of the actual outcome (as cited in Kuranchie-
Mensah & Amponsah-Tawiah, 2016). 
It is important to note that many motives have both intrinsic and extrinsic components. For 
instance, a man who receives a monetary reward for winning a talent contest is simultaneously 
extrinsically and intrinsically rewarded (ibid). With respect to that, in the early endeavours to 
explain this phenomenon, Porter and Lawler (1968) suggested that it was combination of 
intrinsic and extrinsic motivation that led to highest level of motivation (as cited in Vallerand, 
1997). However, results from the research that Deci (1971) had conducted implied that 
controlling nature of extrinsic incentives decreases and can be harmful to an individual’s 
intrinsic motivation. Furthermore, Ryan & Deci (2000, p. 70) propose that aside from tangible 
                                                            
3 Motives are defined as the reasons for individuals pursuing their goals which are developed from thoughts and 
feelings related to one’s needs (Wright, 2016). 
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rewards, negative external motives also diminish one’s intrinsic motivation as “they conduce 
toward an external perceived locus of causality”.  
 
2.4.2 Extrinsic Motivation 
In contrast to individuals who pursue internal satisfaction, extrinsically motivated individuals 
do not derive pleasure from particular activity itself, but are rather motivated to behave in a 
certain way in order to reach some separable goal (Vallerand, 1997). Extrinsic motivation 
includes consequences for one’s behaviour, which explains why individuals choose to engage 
in a dull activity that is followed by a reward of extrinsic nature.  
With regard to employee motivation, in order to extrinsically motivate their employees, 
managers typically apply incentives such as pay, fringe benefits, bonuses, appraisal etc. 
However, some managers believe that negative extrinsic motives such as threats, pressures, 
deadlines or punishments motivate their employees more effectively (Luthans, 2010). Likewise, 
expectations of prestige or positive evaluation from others can also be drivers for extrinsically 
motivated behaviour (Donaldson & Duggan, 2014). Still, if we look in more detail, these 
motives differ substantially. 
Instead of regarding extrinsic motivation as a single-layer construct, Ryan and Deci (2000) 
propose that it can be further decomposed into more specified subcategories. Accordingly, they 
distinguish between four different types of extrinsic motivation, whereby some types are more 
internal than others. These are: external, introjected, identified and integrated motivation. 
External motivation is least autonomous motivation in which behaviour exists because of 
external rewards or punishments. Introjected motivation involves behaviour stimulated by 
avoidance of guilt or by possibilities of ego enhancement. Then, identified motivation refers to 
behaviour led by conscious valuing of goal, though not complete acceptance. Finally, integrated 
motivation reflects the highest level of assimilation of extrinsic values to the self, as the reason 
for an action becomes self-determined. Although the latest type of motivation is considered to 
share many qualities with intrinsic motivation, it is still regarded as extrinsic since actions are 
performed for separable outcome (Kanfer et al., 2008; Donaldson & Duggan, 2014). 
As we could see, the picture is not only black and white. However, many authors distinguish 
only between intrinsic and extrinsic motivation, presumably for simplification of the matter. In 
view of this, both types of motivation in all their variations should be perceived as important, 
as they both contribute to an individual’s success and performance. On one hand, when 
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intrinsically motivated, an individual confronts obstacles more confidently, while, on the other 
hand, extrinsic motivation stimulates work commitment. Nevertheless, as Skudiene & 
Auruskeviciene (2012) point out, it is extrinsic motivation that helps to keep a person on job, 
but mainly intrinsic motivation that drives them to perform more efficiently. 
 
2.5 What is Job Performance? 
The concept of job performance has received considerable attention over the past 30 years. To 
begin with, theoreticians and researchers agree that job performance can be defined as 
observable achievement-related behaviour that creates the aggregated value to the organization 
(Motowildo, Borman & Schmit, 1997; Cerasoli et al., 2014; Armstrong, 2014). They also agree 
that it is a multi-faceted concept as it can be observed from the process (i.e. behavioural) aspect 
and the outcome aspect (Sonnentag & Frese, 2005; Sonnentag, Volmer, & Spychala, 2008). 
Campbell et al. (1993) argue that people’s behaviour at work that is goal-oriented constitutes 
the process aspect, whereas the outcome aspect focuses on the result of that particular behaviour 
(as cited in Sonnentag et al., 2008). For instance, teaching chemistry to students might but does 
not necessarily result in students’ knowledge in chemistry experiments procedures. Although 
the two aspects are related, authors suggest that they do not always overlap, since factors other 
than behavioural can affect the outcome aspect as well. 
Zupan (2009) argues that performance is seen through comparison between determined goals 
and achieved results. In line with goal-setting theory, when the goals we set are abstract or not 
demanding, it soon reflects unfavourably on job performance. That is so due to nature of work 
environment which is relentless and competitive more than ever, and if the organization is to 
survive, it needs to set and strive to achieve high, challenging goals. This raises the question 
whose goals should be followed. For the organization to perform on a satisfactory level, the 
crucial condition that must be satisfied is that goals of individuals, groups and the organization 
are aligned. For the individual has the key role in shaping organizational success, the 
organization needs to ensure that their vision and goals be consistent with that of the individual. 
In other words, if success is the desired outcome, “both the individual and the organization must 
profit from the mutual exchange” (ibid, p. 415). 
When individuals accept and identify with organizational goals, they become motivated to exert 
their effort.  Still, even when highly motivated, individuals do not necessarily perform at a high 
level. Similarly, low motivation does not always result in low performance. Although a positive 
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correlation usually prevails between motivation and performance, there are also other factors 
upon which performance is dependent (Dipboye, 2018). The basic formula explains 
performance as a function of motivation, ability, and knowledge. Another factor that Boxall & 
Purcell (2003) add to this formula is opportunity which they understand as context and 
environment in which intentions can be translated into behaviour. Thus, the equation for 
expressing performance becomes: 
Performance = f (Motivation, Ability, Knowledge, Opportunity) 
Ideally, when all factors are satisfied to a high degree, performance should by no means suffer. 
However, these factors are sometimes unbalanced. One can have impeccable surrounding, latest 
technology and good skills, but may lack motivation to utilize them. Likewise, skilled and eager 
employees can lose their interest if not provided with needed information, tools or equipment. 
Also, if a person is highly motivated and exerts all their effort but objectively lacks knowledge 
and capacity for the job, the outcome will not be favourable. Yet, many theoreticians indicate 
that heroic efforts can compensate for the poor ability on less demanding tasks, but when it 
comes to more complex ones, ability needs to exceed the required threshold (Dipboye, 2018). 
The major difference that appears when comparing complex tasks and simple ones can be 
understood from the number of performance dimensions that need to be addressed 
simultaneously. Namely, complex tasks usually require attention to both quality and quantity 
dimensions of performance, whereas the letter mostly require attention to quantity only 
(Gilliland & Landis, 1992). Task complexity can as well reflect on motivation, which will be 
addressed more thoroughly later in the work. 
In addition to this, although some authors consider motivation to be the most important factor, 
some questioned the importance of motivation for performance. More specifically, in his work, 
Dunnette (1973) concluded that motivation was not completely relevant determiner of job 
performance and suggested instead that ability plays the most important factor that explains 
differences in performance. But what if we imagine a worker on an assembly line? Is his 
performance not more dependent on technology than on his ability and effort? Mitchell (1982) 
explains that such conclusions were drawn due to nature of jobs Dunnette used as samples, 
which once again confirms that for some jobs, performance simply is more dependent on one 




2.5.1 Person-specific and situation-specific variables 
For the purpose of better understanding of the factors that might affect performance, it is useful 
to differentiate between person-specific and situation-specific variables. Although a large body 
of literature exists on correlation between every each of them and performance, we will present 
this division rather briefly. 
As Sonnentag et al. (2008, p. 432) point out, person-specific variables refer to “ability, 
knowledge, experience, and non-cognitive traits”. From this perspective, performance of 
individuals vary due to individual differences in ability, personality and motivation. We 
understand ability as capacity to act in a certain way. Various studies indicate that mental ability 
is a strong predictor of job performance (e.g. Schmidt & Hunter, 2004). However, as we have 
previously demonstrated, correlation between ability and performance differs across job types, 
as  higher ability is essential for more complex jobs. As for knowledge, the same conclusion 
has been drawn. Experience is also considered to play important role in shaping performance, 
although “experience-performance relationship might also be contingent on job complexity and 
type of performance measurement” (Sonnentag et al., 2008). Yet one person-specific determiner 
of job performance are non-cognitive traits which are related to personality. In short, those 
encompass emotional stability, extraversion, openness to experience, agreeableness and 
conscientiousness. According to studies Sonnentag et al. (2008) included in their work, 
personality does affect job performance, but not as significantly as the ability factor. 
Aside from the aforementioned factors, performance might be also affected by the situation in 
which it occurs. This perspective enompasses workplace factors which enhance and facilitate 
performance on the one hand and those which impede it on the other hand. A major approach 
that deals with workplace factors is that of Hackman and Oldham (1976). Research on 
relationship between job caracteristics and job performance suggests that there is positive, but 
rather small correlation. In addition, situational constraints such as damaged machine, lack of 
materials or insuficient budget directly hinder performance (Bacharach & Bamberger, 1995). 
Such factors must be taken into account when predicting job performance. 
 
2.5.2 Dimensions of Performance 
Performance is often described as multidimensional and dynamic concept. If we look in more 
detail, it can be distihguished between task performance, context performance and adaptive 
performance (Tosi & Mero, 2007; Sonnentag et al., 2008; Cortina & Luchman, 2012). 
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At a basic level, task performance encompasses behaviours sepecified in job description and 
covers an individual’s both direct and indirect contribution to organizational performance. 
Borman & Motovildo (1997, p. 99) argue that it refers to effective behaviour that “contributes 
to the organization’s technical core”.  It is job specific, more prescribed and is mainly predicted 
by ability and experience of individuals (Sonnentag et al., 2008). In addition, Campbell (1990) 
proposed the following factors that are closely associated with task performance: job-specific 
and non-job-specific task proficiency, written and oral communication proficiency, supervision 
(if so determined by position), and management and administration, whereas each of them can 
be further decomposed into subfactors (as cited in Sonnentag & Frese, 2005). An example of a 
specific aspect of task performance that has received a great deal of attention in nowadays’ 
world of work is innovation. 
Unlike task performace, contextual performance is not enforceable or required by the contract 
and is mostly predicted by motivation and personality. As it is usually insuffiient to fulfill the 
formal job requirements only, one is welcome to behave in a way that supports the 
organizational, social and psychological environment, and thus indirectly facilitate task 
performance (Sonnentag & Frese, 2005; Borman & Motowildo, 1997). Motowildo et al. (1997) 
suggest that contextual performance is constant across jobs and covers behaviour such as 
assistance to others, volunteering for noncontractually defined activities or persistence of 
enthusiasm. Although these behaviours are neither formally required nor integrated in the 
formal reward systems, contextual performance is crucial if the organization is to excel since 
its success depends on employees going beyond task performance (Cortina & Luchman, 2012). 
Finally, although not initially included in dimensions of work performance, adaptive dimension 
of performance became rather significat in the increasingly dynamic work environment. 
Moreover, adaptive dimension is identified and sometimes referred to as role flexibility or 
proficiency of integrating new learning experiences (Sonnentag et al. 2008). In their work, 
Pulakos, Arad, Donovan, & Plamondon (2000) identified numerous factors of adaptive 
performance existing accros various jobs that include handling emergencies and work stress, 
solving problems creatively, dealing with unpredictable situations, learning technologies and 
procedures, and demonstrating interpersonal and cultural adaptability. Provided that adaptive 
dimension includes ethical components, Tosi & Mero (2007, p. 71) explain it as “doing the righ 
thing in your job”. 
Given the depth of the matter, assessing individual performance requies taking into 
consideration a number of factors within various aspects and dimensions. Therefore, each of 
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the three dimensions of performance should facilitate the prediction of organizational 
effectiveness. 
 
2.6 Relationship between Motivation and Job Performance 
It is a common sense that every organization strives to achieve best outcomes possible which is 
quite challenging given the highly competitive and fast-changing environment. In order to 
optimize organizational performance, managers must be aware of the importance of their human 
capital.4 (Heavey, Halliday, Gilbert, & Murphy, 2011). Not only must they ensure that 
employees are provided with opportunities for learning and training as well as that they do not 
lack the needed information and technology, but they also must make sure that the employees 
are motivated and willing to utilize the abilities, knowledge and technology they have. Of 
course, costs are not only financial, but also emotional, physical and psychological. But what 
are the costs of unsatisfied workers or those associated with absenteeism or employee turnover? 
What are the costs when employees leave the organization and endanger the company’s 
reputation (Taylor, 2015)? 
In the section about motivation, we learned that employees are motivated if allowed to achieve 
personal goals. However, for mutual gain to occur, organizational and personal employee goals 
must be adjusted with a help of managers who serve as indirect mediators. Their task is to create 
a positive atmosphere and organizational climate which will constantly inspire work motivation 
in their employees that will in turn lead to achievement of organizational goals. In addition, 
Kanfer, Chen & Pritchard (2008, p. 2) believe that “an individual’s work motivation reflects 
not just the opportunity for improving organizational productivity, but also a window into the 
effectiveness of an organization’s management of human capital in terms of promoting 
performance, adjustment, and growth at the individual, group, and organizational levels”. 
It is not to be questioned by now that numerous scholars find motivation to be the key 
determiner of job performance (Kleinbeck, 1987; Vallerand, 1997; Heavey et al., 2011; Cerasoli 
et al., 2014). When analysing the effects of motivation on job performance, scholars usually 
emphasize the importance of taking into consideration the differences between the two 
dominant types of motivation. Whereas there is discordance among authors about significance 
                                                            
4 Human capital refers to skills, knowledge, traits and experience that people possess that are regarded as 
valuable in an economic context (Foss, 2012). 
36 
 
of impact of extrinsic motivation on job performance, they agree that there is a positive and 
significant relationship between performance and intrinsic motivation. 
For instance, a research conducted by Dysvik & Kuvaas (2012) suggests that intrinsically 
motivated individuals keep their work effort at high level which thus results in good 
performance. With respect to extrinsic motivation and its impact on performance, non-
significant support was found. However, they attributed the results to triviality and dullness of 
the tasks performed, explaining that some other tasks could have shown more significant 
instrumental relationship between extrinsic motivation and work performance. 
Callahan, Brownlee, Brtek & Tosi (2003) explained that people who prove their competence 
through achieving mastery feel intrinsically motivated. Data from their survey indicate that a 
significant direct relationship exists between intrinsic motivation and performance. Yet one 
substantial implication of their research was that individuals who reported high levels of task 
enjoyment believed they would perform well, which was eventually proved to be associated 
with high task performance. Furthermore, they also revealed that a direct positive but less 
significant relationship between incentives and performance was found. Namely, coefficient 
indicating relationship between extrinsic motivation and performance was twice as low as that 
between intrinsic motivation and performance. Nevertheless, their results showed that although 
the magnitude of these relationships varied dramatically, both types of motivation contributed 
to performance.  
Similarly, in his research encompassing only knowledge workers of a Norwegian company, 
Kuvaas (2006) discovered that intrinsically motivated individuals are more energized by the 
work itself which makes them perform well. In case of such individuals, “extrinsic rewards and 
instrumentality perceptions may fade into the background of workers motivational system” and 
thus, employees are little or no additionally motivated (2006, p. 377). In all events, when 
compared to extrinsic motivation, intrinsic motivation is found to be more relevant to 
understanding one’s behaviour that leads to high-quality performance, which especially holds 
true for highly educated individuals. However, the author reminds that not all types of extrinsic 
motivation, in particular monetary incentives, are the same. He argues that pay that is seen as 
external control of behaviour should be avoided, while pay that is meant to provide information 
about one’s competence might have a positive effect on performance. 
In addition, a meta-analysis of motivation and performance conducted by Cameron and Pierce 
(1994) was meant to investigate the effects of rewards and incentives on intrinsic motivation. 
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The authors analysed the results from 96 independent studies that measured intrinsic motivation 
as a dependent variable. Although contrary to views expressed by many psychologists, the 
results suggest that rewards and incentives do not diminish intrinsic motivation. Moreover, in 
studies that used “reinforcers” as rewards, intrinsic motivation was neither decreased nor 
influenced in any way. In general, their conclusion is that the assumption that extrinsic 
incentives negatively affects intrinsic motivation is erroneous, since the findings indicate that 
rewarded people are neither less willing to perform well nor they “display a less favourable 
attitude toward tasks than people who do not receive rewards” (1994, p. 394). 
The reviewed studies confirm that there is no doubt that intrinsic motivation is a significant 
predictor of performance. Although views on the effect of rewards and incentives on 
performance are divided, we will be free to presume that extrinsic motivation could be a 
powerful tool for enhancing performance but only when applied carefully.  As Taylor (2015) 
points out, performance can reach the highest level when both levels of motivation are highly 
satisfied. 
 
2.6.1 Motivation and Quality vs. Quantity Performance 
The nature and the degree of difficulty of a task determine to a large extent whether performance 
is multidimensional. Namely, many scholars suggest that simple tasks often require attention to 
only one dimension, i.e. quantity, whereas for complex tasks both quality and quantity are 
important and should be pursued simultaneously. In addition, complex tasks usually require 
increased effort and attention which is often insufficient without a proper strategy for realisation 
of a goal. Thus, they insist that distinction should be clear between quality and quantity 
performance.  
In light of that, Wimperis & Farr (1979) argue that higher levels of task quantity are more likely 
to occur if the behaviour is extrinsically rewarded. On the other hand, task quality is typically 
enhanced in case of intrinsically motivated individuals, while contingent extrinsic rewards are 
believed to reduce it. Results from the study they had conducted showed that enriched and more 
challenging tasks followed by intrinsic motivation were associated with higher performance 
quality. However, due to difficulty of enriched tasks, lower quantity of performance was 
produced. Conversely, both contingent and non-contingent pay increased work effort and 
extrinsic motivation and resulted in high performance quantity. General conclusion was that 
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extrinsic rewards are more suitable for quantity performance, whereas for high performance 
quality, an individual must be intrinsically rewarded.  
Kruglanski, Friedman, & Zeevi (1971) analysed the effects of extrinsic incentive on qualitative 
aspects of task performance. The results from the experiment indicated that quality performance 
is at a higher level in the absence of extrinsic incentives. They believe that reasons for negative 
relationship reported between extrinsic incentives and quality performance as a result of either 
distraction or affect. The former attributes decrease in quality of performance to an individual’s 
distracted attention by extrinsic incentives, while the latter assumes that emotional interference 
occurs due to presence of important incentive and thus leads to decrease in quality performance. 
However, the subsequently presented study contradicts some aspects of these findings. 
Cerasoli et al. (2014) conducted another meta-analysis that reviewed 40 years of primary data, 
including 154 sources. The purpose was to examine interrelationship among intrinsic 
motivation and extrinsic incentives on one hand, and performance on the other hand, while 
focusing on different aspects of task performance, i.e. quality and quantity performance. The 
results suggest that for individuals who reported greater enjoyment of the task in any context 
and who derive personal satisfaction from the task itself, it is rare to perform poorly. Somewhat 
unexpected finding was that intrinsic motivation did not erode, but was rather boosted by 
incentivization. Moreover, intrinsic motivation was a better predictor of quality performance 
when combined with indirectly rather than directly salient extrinsic incentives.  
The intention of the study was to determine whether intrinsic motivation or extrinsic incentives 
mattered more for performance. Once again, it confirmed the view that intrinsic motivation is a 
better predictor of quality, whereas extrinsic incentives better predict variance in quantity of 
performance. However, the authors of the meta-analysis believe that extrinsic rewards and 
intrinsic motivation are best considered simultaneously for they are not always antagonistic. 
 
2.7 The Role of Job Satisfaction in Motivation-Performance Relationship 
Prior to addressing the role of job satisfaction in the relationship between motivation and 
performance, we should define the concept of job satisfaction. In spite of the significance and 
its wide usage in the field of organizational behaviour, and given its multifaceted and complex 
nature, various authors do not agree upon a single definition of job satisfaction.  Locke (1975) 
referred to it as a positive emotional state emerging as a result of favourably evaluated 
psychological, physiological and environmental circumstances related to one’s job. Similarly, 
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Jalagat (2016) holds that job satisfaction can also be perceived as a feeling that occurs after an 
individual’s material and psychological needs are met. Job satisfaction is also understood as an 
attitude of an individual towards their job environment (Bakotić & Vojković, 2013). Moreover, 
the most widely accepted meaning of this concept, proposed by Spector (1997), states that job 
satisfaction refers to how people feel about different aspects of their job (as cited in  Pang & 
Lu, 2018). From the given definitions, it is clear that some authors perceive job satisfaction as 
a unitary concept, while others emphasize its multiple facets. However, focusing on multiple 
aspects, such as the nature of job, pay level, interpersonal relationship, working conditions, etc. 
should ensure more thorough and precise identification of job (dis)satisfaction causes.  
Interrelatedness of motivation and job satisfaction is a prominent theme in the literature and is 
well articulated through many theories of motivation. Although motivation is concerned with 
arousing enthusiasm for future behaviour, while satisfaction is past oriented, they both revolve 
around the same motives. The two phenomena are observed as strongly related, yet different 
theories vary in the degree to which they emphasize importance of certain motives for job 
satisfaction (Pang & Lu, 2018). For instance, Adams’ theory suggests that the social comparison 
plays the key role in determining employee satisfaction. On the other hand, Herzberg’s theory, 
“which has been one of the most influential upon practical attempts to motivate employees” 
(Parsons & Broadbridge, 2006, p. 122), emphasizes that intrinsic motivation in particular yields 
job satisfaction and good performance (Ringelhan, Wollersheim, Welpe, Fiedler, & Spörrle, 
2013). Additionally, Hackman and Oldham’s job characteristics model suggests that enriched 
and meaningful work instigates satisfaction, which thus encourages good performance.   
Given that management’s primary concern is organizational productivity and effectiveness, a 
great deal of effort has been made to extensively explore ways to promote effective work 
behaviour (Factor, 1982). In this context, studies have revealed that turnover, employee 
absenteeism and errors are the consequences related to job dissatisfaction of an employee. Such 
wide-reaching effects for organizations depict why job satisfaction is substantial and should be 
considered in this context (Dartey-Baah, 2010; Ringelhan et. al, 2013). That explains the great 
amount of research and interest that the relationship between job satisfaction and job 
performance has generated. 
However, this multifaceted relationship is no simple, which makes it hard to draw any definitive 
conclusion. Although the opinion that the two phenomena are closely related is not only 
intuitively logical but is also profoundly supported in the literature (e.g. Davar & Bala, 2012; 
Barakat, Lorenz, Ramsey, & Cretoiu, 2015; Pang & Lu, 2018), some authors still question the 
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strength of their relatedness. Either way, it must be emphasized that possible moderators of the 
relationship are to be identified first. As we suggested earlier in addressing characteristics of 
motivation, the fact that individuals have different needs, priorities and wishes must not be 
neglected. Aside from their needs, task difficult as well as individuals’ personal characteristics 
such as sex, age, level of education or level of pay might also influence the intensity of 
satisfaction-performance correlation (Factor, 1982). In addition, some authors believe that this 
relationship vary across cultures (Ng, Sorensen, & Yim, 2009).  
Yet one reason why satisfaction-performance relationship is complex is that these concepts are 
frequently observed as interrelated and interdependent, which unfolds new perspectives for 
consideration and further research. Although there are many authors who, following the 
Vroom’s theory, investigated the reversed perspective, i.e. the impact of job performance on 
job satisfaction (e.g. Judge, Bono, Thoresen, & Patton, 2001; Bakotić & Vojković, 2013; 
Ringelhan et. al, 2013), our study will rather focus on the effect of (un)satisfied motives on job 
performance. 
 
2.8 Development of Research Questions and Key Hypotheses 
Following the theoretical framework as well as the established purpose of the research, there 
are two research questions that are to be answered: 
Research Question 1: By which motives are Montenegrin young employees driven the most? 
Research Question 2: Which motivators Montenegrin SMEs use to motivate young employees? 
After determining what the motives of employees are and which motivators SMEs use, we will 
analyse compatibility between the two.  
Earlier in the work we suggested that there is no pattern of motivation applicable to everyone, 
but that employers are rather to learn what needs and motives of their employees are and to 
motivate them accordingly in order to stimulate good employee performance. In addition, we 
have learned that some theories highlight the importance of promoting high employee 
satisfaction, as it leads to good job performance (e.g. Herzberg, Hackman and Oldham). 
Moreover, it seems intuitively logical that employees will be more satisfied if employers 




Hypothesis 1: The greater the extent to which employers motivate their employees, the higher 
the job satisfaction. 
Despite the large body of literature related to the strength of mediating role of satisfaction in 
the motivation-performance relationship, inconsistency and indefiniteness of results suggest 
that further research is needed. Having in mind that many studies find a strong and positive 
relationship between job satisfaction and performance and following Herzberg’s theory as well 
as Hackman and Oldham’s job design model that emphasizes importance of job enrichment for 
the purpose of promoting satisfaction, and therefore performance, we hypothesise the 
following: 
Hypothesis 2: The higher the job satisfaction, the better the work performance.  
Aside from the indirect relationship between motivation and performance, it is also important 
to investigate the direct relationship between these two variables. For this purpose, we 
hypothesise that: 
Hypothesis 3: The greater the extent to which employers motivate their employees, the better 
the work performance.  
Furthermore, as Herzberg’s theory presupposes, employees reach high level of satisfaction and, 
thus, high level of performance if they have opportunities for growth, achievement and if they 
have a responsible job which they enjoy. Moreover, a number of the aforementioned researchers 
found stronger correlation between intrinsic motivation and performance than between extrinsic 
motivation and performance (e.g. Callahan, Brownlee, Brtek & Tosi, 2003; Kuvaas, 2006; 
Dysvik & Kuvaas, 2012). Based on the previous researches and in order to examine this issue 
in the context of Montenegrin SMEs, we hypothesise the following: 
Hypothesis 4: There will be stronger relationship between intrinsic motivation and work 
performance than between extrinsic motivation and work performance of young employees.   
Although a large body of literature suggests that performance is more affected by intrinsic 
motivation, there are some other factors that are to be considered when addressing the 
motivation-performance relationship in the given context. Namely, by comparing the ratio 
between an average monthly pay in Montenegro to minimal consumer basket, we can get an 
insight in the standard of living in Montenegro. Although that is only one indicator of standard 
of living, the picture that it depicts is rather clear. Moreover, if we take for example the minimal 
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consumer basket that in October 2018 amounted to 637.8€5 and compare it to an average 
monthly pay for the same year which was 511€6 (MONSTAT, 2014-2019), we notice that 
minimal costs, without including that of luxury and rent, are way too high even for an average 
pay in Montenegro. In addition, although unemployment rate dropped over the past few years, 
it was still high in 2018 when it amounted to 15.2 (MONSTAT, 2018), which supports the 
unfavourable estimation of standard of living in the country. 
These facts lead us to presumption that payment variable in particular determines to a large 
extent how satisfied young employees in Montenegrin SMEs are. Maslow’s work, for instance, 
upholds this presumption by suggesting that it is natural for people to primarily have an urge to 
satisfy the needs that are of vital importance for existence. The hypothesis, thereby, is: 
Hypothesis 5: The higher the level of pay, the higher the job satisfaction. 
In addition, employees’ level of education and the difficulty of the task performed are claimed 
to influence the importance of different motives (Kuvaas, 2006). Relying on previously 
provided theoretical background, we assume that one’s perception importance of both intrinsic 
and extrinsic motives should be predicted by the level of their education. Thus, we hypothesise 
that: 
Hypothesis 6a: Intrinsic motives are more important for young employees with higher level of 
education. 
Hypothesis 6b: Extrinsic motives are more important for young employees with lower level of 
education. 
Following the thought that extrinsic rewards are more suitable for quantity performance, which 
is usually less demanding, and that intrinsic motivation is necessary for good quality 
performance, which is mostly demanding (Wimperis & Farr, 1979), we hypothesise that: 
Hypothesis 7a: Intrinsic motives are more important for young employees who perform more 
demanding tasks. 
Hypothesis 7b: Extrinsic motives are more important for young employees who perform less 
demanding tasks. 
                                                            
5 Minimal consumer basket encompasses costs of food, beverage and non-food products and services for a four-
member family. 
6 Netto pay without tax and insurances included. 
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The abovementioned hypotheses will guide our empirical study and the model created for the 
research that is to be followed is:  

















3 EMPIRICAL PART 
  
3.1 Methodological Framework 
 
3.1.1 Purpose and Goals of the Research  
In accordance with the topic of the thesis, two variables are brought into focus of our research: 
employee motivation and performance. By conducting this research, we intend to detect motives 
Montenegrin young employees are driven by the most as well as motivators that are 
predominantly enforced by SMEs. Based on that, compatibility between employees’ motives 
and motivators employed by SMEs is to be examined, for which two separate questionnaires 
were needed. Yet one aim of the research is to explore how strong the relationship between 
motivation and job satisfaction is, and how significant the effect of job satisfaction on work 
performance is. In addition, we seek to reveal which type of motivation is predominantly 
favoured by young Montenegrin employees and if there are differences in perception of 
motives’ importance based on the level of education and difficulty of the task performed. 
Furthermore, the purpose of the research is to find out whether it is intrinsic or extrinsic 
motivation that has greater impact on young employees’ performance. In order to avoid biased 
view of respondents and to reduce errors related to subjectivity to minimum, both self-
evaluation and employers’ estimation of employees’ performance will be considered.  
Yet one aim is to reveal to which extent the owners of the capital recognize motivational 
activities as one of the key factors for performance improvement, that is, to reveal if they 
recognize that motivated individuals are the most powerful contributors to the overall 
organizational performance. Therefore, by applying scientifically verified methods, we are to 
obtain results that will contribute to enriching theoretical knowledge with additional findings 
related to motivational processes and their performance-related consequences. Based on the 
results, we will draw conclusions and recommendations on how young Montenegrin employees 
could be motivated. 
Given the importance of the identified purpose of the research and the popularity of the issue 
itself, this research has a significant practical value. Furthermore, since this is one of few 
examples of empirical research that addresses at least one aspect of this particular matter on the 
territory of Montenegro, its implications may also serve as a foundation for additional research 




3.1.2 Questionnaires Development and Data Collection Process 
For the purpose of collecting data and relying on previously established instruments, we created 
two questionnaires designed for this particular research whereas one was distributed to 
managers/directors and the other to young employees of Montenegrin SMEs. Having in mind 
that questionnaires have the key role in determining the quality and success of any research, the 
process of their development was conducted carefully and in accordance with suggested 
guidelines and principles offered by the relevant literature (Pivac & Rozga, 2006; Soldić 
Aleksić & Chroneos Krasavac, 2009; Bhattacharyya, 2014). 
After having conducted a pilot testing on seven respondents (two HR mangers and five young 
employees) corresponding to those encompassed by the research, we finalized the forms of 
questionnaires since the structure and wording proved not to be ambiguous or problematic. At 
the beginning of the data collection process, we selected Montenegrin SMEs from private sector 
across all three regions of the country (southern, central and northern) randomly, contacted them 
via e-mail, explained the purpose of the research and invited them to participate. Given that we 
created two questionnaires, HR managers/directors of the company were asked to fill in the 
Questionnaire for Managers, and to forward the Questionnaire for Employees to three – 10 
young employees of their choice (but under the age of 35). All respondents were guaranteed 
absolute anonymity and confidentiality. Questionnaires were available on Google Forms, a 
web-based application used for data collection purposes, and the data were being collected in 
the period between December 5th, 2019 and January 15th, 2020. The overall number of SMEs 
that participated in the survey is 35, while 138 young employees from the aforementioned 
companies filled in the Questionnaire for Employees. Although the majority of the data was 
collected online, we handed the questionnaires out to several companies in person as well, and 
got responses from six of them (six HR managers/directors and 23 young employees). 
Both questionnaires rely on the theoretical background previously provided in the thesis and 
were principally designed to examine the same issues, but from two different perspectives. 
Therefore, we paid particular attention to creating comparable questionnaires so to create a 
proper basis for verifying hypotheses and answering the research questions. 
Aside from the introductory part where the purpose of the survey was once again explained, the 
questionnaires were divided in two parts. The first part served for collecting socio-demographic 
data, while the second part encompassed close-ended questions related to motivation, 
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satisfaction and performance. The Questionnaire for Managers included questions related to 
name, size and economic activity of the company, after which they were asked to evaluate the 
degree to which they enforce each of the 16 motivators on the Likert scale with five choices  
per item ranging from 1 (not at all) to 5 (very much). The last two questions were related to 
evaluation of young employees’ performance and estimation of importance of motivation for 
organizational performance. With respect to the other questionnaire, questions from 1 to 7 were 
focused on data such as gender, age, education, payment and difficulty of the job. In the former 
of the following two questions, a 5 point Likert scale was used to measure the extent to which 
the respondents find each of the 16 motives to be important. In the latter, they evaluated how 
satisfied they were with these motives using the same 16-item scale. Finally, young employees 
were asked to assess their performance as objectively as possible. Examples of the 
questionnaires in both English and Montenegrin language can be found in the Appendix. 
 
3.1.3 Explanation of Applied Methodology  
After having collected the data from the survey instruments, we proceeded with its processing 
using statistical software SPSS. Firstly, we analysed the data using univariate descriptive 
statistics such as means, standard deviation, minimum, maximum, etc. Further, depending on 
the characteristics and types of variables, certain bivariate methods were applied in order to 
investigate the relationship between two variables. These methods served for the purpose of 
verifying hypotheses. Aside from identifying independent and dependent variable, approach to 
each hypothesis was thoroughly explained before their testing. Contingent on the goal of each 
hypothesis, procedures for their verification included the Pearson correlation coefficient, Linear 
regression or ANOVA (analysis of variance). Normality of data was tested with Kolomogorov 
Smirnov test. However, although not all dependent variables fulfilled all the criteria needed for 
conducting parametric tests, violations of assumptions were not serious and were indicated in 
instances where they were not met. Therefore, led by rules of thumb as well as given the sample 
size, we proceeded with parametric tests. For testing hypotheses, we used a 95% confidence 
interval, i.e. the difference between samples was considered significant when p<.05.  
 
3.1.4  Sample Characteristics 
Before addressing the analysis of the data, we will review the sample structure in order to get 
an insight into its basic characteristics. The sample will be reviewed by demographic and job 
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related variables such as gender, age, education, level of pay and difficulty of the task. In 
addition, we will present the data regarding the number of employees in the company, as well 
as the data related to the economic activity of companies that participated in the survey.  
As mentioned earlier, 138 young employees from 35 SMEs were encompassed by the sample. 
Figure 3.1 below illustrates the distribution between male and female survey participants. As 
indicated in the following figure, 50.7% of the surveyed employees are male, which makes 70 
young male respondents. On the other hand, 49.3% or 68 of them are female. Moreover, the 
data regarding gender show that male and female respondents are equally represented in the 
sample. However, the gender variable is not statistically processed. 
Figure 3.1 Distribution of sample by gender    
 
Source: Personal 
If we analyse the Age variable, the respondents had three categories to choose from. Given that 
our survey excluded all employees over the age of 35, the categories we constructed were as 
follows: Up to 25, 26-30, 31-35. Figure 3.2 reflects how these categories are distributed.  











Up to 25 25-30 31-35
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In the category of age less than 25 years old, there were 34.1% or 31 respondents. In addition, 
the majority of the respondents (43.4% or 60 respondents) fall within the category of age 
between 25 and 30. Finally, there were 22.5% of those in the “31-35” category, which makes 
47 respondents. Since the whole survey encompassed only young employees, the variable 
“Age” serves mostly for the purpose of getting a clear picture of the sample, and is not 
considered crucial for our further analysis.  
The groups were also formed to distinguish between different levels of education. We formed 
the following five categories: Elementary school, Secondary/vocational school, 3 or 4 years of 
higher education, Master’s degree and Doctorate. Figure 3.3 below illustrates distribution of 
samples with regard to this variable. The sample encompassed by our study does not include 
any respondent whose highest level of education was Elementary school or who has a 
Doctorate. In addition, 41.3% or 57 respondents reported that they have Secondary education, 
while 65 employees (47.1%) have three or four years of higher education. The number of 
respondents with a Master’s degree is 16, which is 11.6% of the sample.  
Figure 3.3 Distribution of sample by level of education 
 
Source: Personal 
When looking at the variable regarding the level of pay, it was divided into six categories as 
shown in Figure 3.4 presented below. The first category encompasses 10.8% of the sample 
which makes 15 respondents whose level of pay is less than 350 EUR. The following category 
has pay between 350 and 500 EUR which includes 53 respondents (38.4%). Pay between 500 
and 700 EUR was reported by 40 respondents (29%), between 700 and 1000 EUR by 22 
respondents (15.9%), while 8 respondents or 8% of the sample fall within the category with the 
level of pay between 1000 and 1500 EUR. Finally, there were no respondents who reported to 









Figure 3.4 Distribution of sample by level of pay 
 
Source: Personal 
Yet one job related variable is difficulty of the task performed. We formed five categories 
ranging from “not demanding at all” to “very demanding”. As shown in Figure 3.5 below, the 
greatest share of respondents find their job to be demanding (37.7% or 52 employees), while 16 
employees (11.6%) believe they have a very demanding job. On the other end of the scale, four 
employees (2.9%) believe that they do not have a demanding job at all, 17 employees (12.3%) 
consider their job to be more undemanding than demanding, while 49 employees (35.5%) rated 
the difficulty of the tasks they perform with an average score. Unlike other variables such as 
gender or age, difficulty of the task is usually perceived subjectively.  








Level of pay (in EUR)





Difficulty of the task
Not demanding at all More undemanding than demanding





Given that only SMEs fall within the scope of our research, we took account of the equal 
representation of both small and medium enterprises proportional to their ratio on the 
Montenegrin market. Namely, of total 35 SMEs, our sample consists of 21 small (<50 
employees), and 14 medium (50-250 employees) enterprises. Moreover, SMEs encompassed 
by the survey can be classified by economic activities as demonstrated in the following Figure 
3.6.  
Figure 3.6 SMEs by their economic activity 
 
Source: Personal 
As can be seen from the above presented figure, various types of businesses are included in the 
study. Namely, trade and tourism are represented to the greatest extent (11 and six SMEs 
respectively), while transport/communication, engineering/construction, finance/accounting, 
personal services and other activities have also been included. Although we made no 
differentiation and analysis based the number or employees in companies or regarding their 
type of business, we believe that their homogeneity contributes to representativeness of the 
sample.    
 
3.2 Analysis of the Results 
After reviewing the sample structure and its demographics, we will address the key analysis of 
the data. In the first part of this section, we will present descriptive statistics regarding 


















be placed on verifying the key hypothesis by conducting tests suitable for the variables 
concerned. We will address one hypothesis at a time and draw conclusions with regard to their 
verification based on the test results.  
 
3.2.1 Descriptive Analysis 
Before categorizing motivation-related items into several factors, we wanted to investigate how 
important each motive is for young employees in Montenegro individually. Therefore, taking 
into consideration all responses to motivation-related question, we calculated the means for 
each item. As shown in Figure 3.7, “adequate pay” plays the key role in driving young 
employees to exert effort on job (M = 4.45). The next most important item is “good relationship 
with co-workers” (M = 4.43), while “good relationship with superiors” and “possibility for 
growth” both have the mean of 4.4. On the other hand, motive that is recognised as least 
important is “autonomy” with the mean of 3.93. In addition, low mean of 3.96 is mutual for 
“responsible job” and “inclusion in decision making”. The item “benefits” is also identified as 
motive having among the lowest means (M = 3.97). Motives with the highest standard deviation 
are “chances for promotion” (SD = 1.066), “autonomy” (SD = 1.065) and “benefits” (SD = 
1.018), while those with lowest standard deviation are “good relationship with co-workers” (SD 
= .591), “good relation with superiors” (SD = .710) and “good working condition” (SD = .740). 


















3.6 3.7 3.8 3.9 4 4.1 4.2 4.3 4.4 4.5
Autonomy
Responsible job





Fair distribution of work
Dynamic, interesting, creative and challenging job
Regular pay
Good working conditions
Recognition of good performance
Possibility for growth
Good relationship with superiors
Good relationship with co-workers
Adequate pay
Motives of young employees




Another important issue for our study concerns the extent to which young employees find all 
previously mentioned motives to be satisfied on their job. By converting responses from 
“completely disagree” to “completely agree” to a 5 point scale, we calculated the mean for 
satisfaction with each item. As can be seen from Figure 3.8 below, respondents are most 
satisfied with “regular pay” which is reflected in the mean value of 4.67. Then, young 
employees agree that “good relationship with superiors” as well as “good relationship with co-
workers” are characteristic for their company which is supported by the mean value of 4.19 and 
4.16 respectively. Additionally, respondents believe that they have “good working conditions” 
(M = 4.09). In contrast, there is the lowest satisfaction is with “autonomy” (M = 3.25), “level of 
pay” (M = 3.28), “inclusion in decision making” (M = 3.28), “benefits” (M = 3.29) as well as 
“opportunity for professional and personal development” (M = 3.31). The highest standard 
deviation is identified in items “benefits” (SD = 1.135), “opportunity for professional and 
personal development” (SD = 1.052) and “autonomy” (SD = 1.024). Conversely, although 
responses for all items varied quite a lot, the lowest standard deviation is noticed in “regular 
pay”, “good relationship with co-workers”, “good relationship with superiors” with the standard 
deviation values as follows .632, .795, and .806. 
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In order to address this issue from yet one perspective and to analyse whether employers’ 
motivators and employees’ motives are compatible, we calculated the mean value for each item 
to express the extent to which employers enforce each of the given motivators (N = 35). As can 
be seen in Figure 3.9, employers mostly motivate their employees with “good relationship with 
superiors” (M = 4.8), “regular pay” (M = 4.71), “good relationship with co-workers” (M = 4.6) 
and “good working conditions” (M = 4.54). On the other hand, motivators that employers 
generally use to a lesser extent to motivate young employees are “inclusion in decision making” 
(M = 3.17), “autonomy” (M = 3.63), “dynamic, creative and challenging job” (M = 3.71) and 
“benefits” (M = 3.71). The highest standard deviation is identified in items “decision making”, 
“autonomy” and “chances for promotion” with SD values as follows: 1.043, .973, and .963. 
Contrarily, items with the lowest standard deviation were “good relationship with superiors”, 
“regular pay” and “good relationship with co-workers” which is reflected in SD values .406, 
.519, and .604 respectively. 
Figure 3.9 Mean for each item regarding employers’ motivators 
Source: Personal 
In order to measure internal consistency and reliability of the measurement items related to 
motivation, satisfaction and self-evaluation of performance, we used reliability test based on 
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Table 3.1 Results of reliability test 
 
Cronbach's Alpha 
Cronbach's Alpha Based on 
Standardized Items N of Items 
.875 .871 33 
 
According to Penfield (as cited in Moore, 2003, p.65) “reliabilities that are greater than .90 are 
considered high, those greater than .80 are considered moderate to high, and those greater than 
.70 are considered low”. Table 3.1 shows that total correlation coefficient of all Likert scale 
items that constitute the employee questionnaire is .875, which suggests a moderate to high 
reliability. Therefore, these estimates indicate that the instrument for data collection as a whole 
was appropriate.  
Instead of using exploratory factor analysis to identify significant factor loadings and items 
associated with them, we formed factors related to both motivation and satisfaction based on 
the theoretical and common knowledge as follows: Rewards, Organizational context, 
Relationships and Work attributes. Factor “Rewards” encompasses questions related to level of 
pay, regularity of pay, benefits and recognition of performance. “Organizational context” 
includes working conditions, chances for promotion, clear objectives, feedback on performance 
as well as fair distribution of work. The “Relationships” factor consists of means for good 
relationship with both co-workers and superiors, and finally, “Work attributes” encompasses 
autonomy, inclusion in decision making, growth, responsible job and interesting job.  Summed 
means of all items that fall within each of the aforementioned factors were calculated to 
facilitate the analysis. Descriptive statistics including mean, median, mode, standard deviation 
and minimum and maximum are shown in Table 3.2 and Table 3.3 for both motives and 
satisfaction with motivators respectively. 
Table 3.2 Descriptive statistics for key motivational factors (N = 138) 
 Rewards 
Organizational 
context Relationships Work attributes 
N Valid 138 138 138 138 
Missing 0 0 0 0 
Mean 4.2790 4.1971 4.4130 4.0957 
Median 4.5000 4.4000 4.5000 4.2000 
Mode 4.50 4.40 5.00 4.80 
Std. Deviation .56192 .51601 .54342 .67108 
Minimum 2.25 2.60 2.50 2.00 
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Maximum 5.00 5.00 5.00 5.00 
 




context Relationships Work attributes 
N Valid 138 138 138 138 
Missing 0 0 0 0 
Mean 3.6812 3.7928 4.1957 3.5058 
Median 3.7500 3.8000 4.0000 3.5000 
Mode 3.50 3.80 5.00 3.60 
Std. Deviation .72228 .67593 .77232 .71936 
Minimum 1.50 2.00 1.50 1.60 
Maximum 5.00 5.00 5.00 5.00 
 
When grouped in this manner, young employees are generally most motivated by the 
“Relationships” factor (M = 4.41), then by “Rewards” (M = 4.28), “Organizational context” (M 
= 4.20), while “Work attributes” factor, which includes all intrinsic motives, is generally least 
motivating for young employees of Montenegrin SMEs (M = 4.10). As far as satisfaction with 
motivators is concerned, the greatest satisfaction is reported with “Relationships” factor (M = 
4.20), while mean for “Organizational context”, “Rewards” and “Work attributes” is 3.79, 3.68 
and 3.51 respectively. 
In addition, when grouped into two basic types of motivation, means of these factors are 4.25 
for extrinsic motivation and 4.10 for intrinsic motivation. On the other hand, satisfaction with 
the extrinsic motivators is reflected in the mean value of 3.80, while mean for satisfaction with 
intrinsic motivators is 3.51. 
Table 3.4 Descriptive statistics for motivators employers enforce (N = 35) 
 Rewards 
Organizational 
context Relationships Work attributes 
N Valid 35 35 35 35 
Missing 0 0 0 0 
Mean 4.1714 4.2800 4.7000 3.7371 
Median 4.2500 4.2000 5.0000 3.8000 
Mode 4.00 4.20 5.00 3.80 
Std. Deviation .49546 .47329 .44059 .54400 
Minimum 3.00 3.00 3.50 2.60 
Maximum 5.00 5.00 5.00 4.60 
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As was the case with young employees’ satisfaction with motivators, motivators that are used 
by employers were as follows: “Relationships” (M = 4.70), “Organizational context” (M = 
4.28), “Rewards” (M = 4.17) and “Work attributes” (M = 3.74) (see Table 3.4). Although the 
order of employees’ satisfaction with motivators and motivators that employers’ enforce is the 
same, the extent to which employers and employees find these motivators to be present is 
somewhat different. When observed as two types of motivators, the extent to which employers 
motivate their employees extrinsically is reflected in the mean value of 4.38, while it amounts 
to 3.74 for intrinsic motives.  
As for the importance of motivation for organizational performance,  managers/directors of 35 
companies included in this study mainly found employee motivation to contribute to a large 
extent to overall organizational performance (M = 4.03). Namely, 2 managers/directors (5.71%) 
responded “not that much”, 6 of them (17.15%) estimated it averagely, 16 (45.71%) estimated 
that motivation affected performance “to a large extent”, while 11 managers/directors (31.43%) 
believed that “employee motivation was a key to good organizational performance”. These 
results suggest that employers are well aware of the importance of motivating their employees 
for achieving favourable performance.  
 
3.2.2 Statistical Analysis and Verification of Hypotheses 
For the purpose of investigating all the hypotheses, a brief explanation of variables used for 
their testing will be provided for each hypothesis. Moreover, a test was chosen depending on 
the variable type as well as on the purpose of particular hypothesis. 
Firstly, we wanted to examine whether there is a meaningful association between job 
satisfaction and motivators enforced by employers, and, relying on the theoretical background, 
we hypothesised that: 
Hypothesis 1: The greater the extent to which employers motivate their employees, the higher 
the job satisfaction. 
In order to address this hypothesis, we created 35 cases for 35 companies that participated in 
the survey. The extent to which employers motivate their employees was expressed in the mean 
value calculated from the 5-point scale for 16 items. With regard to job satisfaction, it was 
calculated as a sum of all Likert scale items regarding satisfaction with different aspects of job. 
As a result, ordinal data were transformed to scale data with possible scores between 16 and 80.  
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In addition, the mean value of job satisfaction for all employees from the same company was 
used in order to express employee satisfaction per company. 
For the purpose of investigating the relationship between motivators and job satisfaction, the 
Pearson correlation was conducted. Moreover, all the assumptions required for such measure 
of relationship between variables were met. Following a rule of thumb, a p value between .1 
and .3 indicates a weak, no practical relationship, correlation coefficient between .3 and .5 is 
considered to indicate a moderate relationship, while .5 and greater p value indicates a strong 
linear relationship between the two variables. The results from the Table 3.5 suggest that there 
is a positive strong linear relationship between motivators and job satisfaction (r (33) = .688, p 
= .000).  
Table 3.5 The Pearson correlation coefficient between motivators and job satisfaction 
 Motivators Job satisfaction 
Motivators Pearson Correlation 1 .688** 
Sig. (2-tailed)  .000 
N 35 35 
Job satisfaction Pearson Correlation .688** 1 
Sig. (2-tailed) .000  
N 35 35 
**. Correlation is significant at the 0.01 level (2-tailed).  
 
Moreover, the scatterplot (see Figure 3.10) shows that there is a strong, positive linear 
association between the variables concerned.  




The findings indicate that as the level to which employers enforce motivators to motivate their 
employees grows, job satisfaction increases (p < .001). In line with that, hypothesis H1 is 
validated. 
The following assumption seeks to reveal whether high job satisfaction will result in good work 
performance. 
Hypothesis 2: The higher the job satisfaction, the better the work performance.  
As in testing the previous hypothesis, job satisfaction was calculated as a sum of responses on 
a five-point scale for 16 items regarding satisfaction with different job aspects. Furthermore, 
values calculated for each employee were regarded separately (N = 138). As for the other 
variable, aside from the self-reported work performance, employers’ estimation of their 
employees’ performance was taken into account as well. Therefore, a sum of both self-
assessment and employers’ perception of their employees’ performance was calculated with the 
aim of decreasing the effect of biased performance measures.  
Prior to conducting a test, we checked that residuals are approximately normally distributed, as 
well as that linearity and equal variance assumptions are met. A simple linear regression was 
conducted to predict young employees’ performance based upon their job satisfaction. The 
results of the linear regression presented in the model summary (see Table 3.6) indicate a 
moderate degree of correlation between job satisfaction and work performance (r = .479). In 
addition, 22.9% of the total variability in work performance can be accounted for by job 
satisfaction. Although job satisfaction is a meaningful predictor of work performance, it is not 
accounting for a large amount of variability.  
Table 3.6 Model summary of the linear regression between job satisfaction and work 
performance 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate 
1 .479a .229 .223 .87800 
a. Predictors: (Constant), Job satisfaction 
b. Dependent Variable: Work performance 
 
As for the result of the ANOVA test within the linear regression, it suggests that the regression 
model statistically significantly predicts the outcome variable (F (1, 136) = 40.419, p = .000). 
Therefore, we proceeded with analysis of the Coefficients table (Table 3.7). The model predicts 
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that as job satisfaction increases by one unit, the work performance are predicted to increase by 
.055.   
















1 (Constant) 4.729 .520  9.095 .000 3.701 5.757 
Overall job 
satisfaction 
.055 .009 .479 6.358 .000 .038 .072 
a. Dependent Variable: Work performance 
According to these results, work performance does increase as job satisfaction increases (r = 
.479, p < .001), which indicates that there is significant evidence to support hypothesis H2. 
With the purpose of investigating the direct relationship between motivators that employers 
enforce and work performance, the following hypothesis is to be addressed: 
Hypothesis 3: The greater the extent to which employers motivate their employees, the better 
the work performance. 
So to address this issue, 35 cases were taken into consideration, whereas motivators were 
expressed as in the first hypothesis. In addition, work performance per company was calculated 
by finding the mean value for all employees from the same company, taking into account both 
self-assessment and employer’s assessment of performance. The Pearson correlation was 
carried out with a view to testing this hypothesis (see Table 3.8). Prior to conducting a test, we 
verified that the correlation assumptions are met. Although a few outliers were found within the 
variable “Work performance”, the assumption of normality of data, linearity of the relationship 
as well as homoscedasticity were met. The results suggest that there is a strong positive linear 
relationship between these two variables (r (33) = .514, p = .002). 
Table 3.8 Pearson correlation coefficient motivators and work performance 
 Work performance Motivators 
Work performance Pearson Correlation 1 .514** 
Sig. (2-tailed)  .002 
N 35 35 
Motivators Pearson Correlation .514** 1 
Sig. (2-tailed) .002  
N 35 35 
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**. Correlation is significant at the 0.01 level (2-tailed). 
 
It can be seen from the scatterplot (see Figure 3.11) that there is a strong, positive linear 
relationship between motivators and work performance.  
Figure 3.11 Scatterplot of motivators and work performance 
 
Based on the above presented data, correlation between these variables is significant and strong 
(r (33) = .514, p < .01), which supports our assumption that work performance increases as the 
extent to which employers motivate young employees becomes greater. Therefore, we accept 
hypothesis H3. 
Given that the effect of both intrinsic and extrinsic motivation on work performance has been 
discussed extensively in the literature, we wanted to explore whether theoretical background 
applies for the context of our interest. Therefore, we hypothesised that: 
Hypothesis 4: There will be stronger relationship between intrinsic motivation and work 
performance than between extrinsic motivation and work performance of young employees.  
In order to verify this hypothesis, the Pearson correlation coefficient was used. Although 
Shapiro-Wilk test for normality of data was significant for each variable, we followed the 
guidelines related to determining normality according to which skewness and kurtosis should 
be between -1 and 1, which is the case in our data. Even though not all assumptions were met, 
we proceeded with the Pearson correlation. In addition, the data regarding the relationship 
between the three variables was summarised using Correlation matrix presented in the Table 
3.9. As evident in the table, there is significant positive relationship between all three variables 
(p < .01).  
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Extrinsic motivation Pearson Correlation 1 .428** .287** 
Sig. (2-tailed)  .000 .001 
N 138 138 138 
Intrinsic motivation Pearson Correlation .428** 1 .434** 
Sig. (2-tailed) .000  .000 
N 138 138 138 
Work performance Pearson Correlation .287** .434** 1 
Sig. (2-tailed) .001 .000  
N 138 138 138 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
However, our intention was to investigate whether work performance correlates more strongly 
with intrinsic than with extrinsic motivation. The correlation for the former pair of variables is 
moderately strong (r = .434), whereas for the latter it amounts to r = .287, which indicates a 
significant but weak positive relationship. Based on these results, there is a convincing evidence 
to accept hypothesis H4. 
The purpose of the following hypothesis was to reveal if and to what extent job satisfaction and 
the level of pay of young employees were positively correlated. 
Hypothesis 5: The higher the level of pay, the higher the job satisfaction. 
Here, all 138 employees were regarded as separate cases. The Pearson correlation was 
conducted in order to examine the aforementioned relationship. The findings reveal that there 
is a positive moderate linear relationship between job satisfaction and the level of pay of young 
employees (r (136) = .423, p < .001). The correlation is presented in Table 3.10 and is followed 
by the scatterplot for the data visualisation in Figure 3.12.  
Table 3.10 The Pearson correlation coefficient between job satisfaction and level of pay of 
young employees 
  
Level of pay Overall satisfaction 
Level of pay Pearson Correlation  1 .423** 
Sig. (2-tailed)   .000 
N  138 138 




Figure 3.12 Scatterplot of job satisfaction and level of pay of young employees  
 
 
In line with the findings, young employees experience a higher level of job satisfaction when 
the level of their pay is higher (p < .001). Given that there is moderately significant positive 
effect between the two variables, there is convincing evidence to accept hypothesis H5. 
In order to determine if the level of education affects the importance of two types of motives 
for young employees, we developed the following pair of hypotheses: 
Hypothesis 6a: Intrinsic motives are more important for young employees with higher level of 
education. 
Hypothesis 6b: Extrinsic motives are more important for young employees with lower level of 
education. 
When we compare means for both types of motivation within different levels of education (see 
Table 3.11), we understand that individuals with secondary education find extrinsic motives (M 
= 4.27) to be way more important than intrinsic motives (M = 3.57). As for the highly educated 
employees, they favour intrinsic motives over extrinsic ones. Namely, the average value of 
means for both levels of higher education is 4.27 for extrinsic motivation and 4.56 for intrinsic 
motivation. Therefore, we believe that depending on level of education, individuals will be 
either more extrinsically or intrinsically motivated.  
Table 3.11 Mean of intrinsic and extrinsic motivation 
Overall job 
satisfaction 
Sig. (2-tailed)  .000  
N  138 138 










Std. Deviation N 
Secondary/vocational school 4.2695 4.2695 3.5719 .60171 57 
3 or 4 years of higher 
education 
4.2601 4.2601 4.4031 .44790 65 
Master's degree 4.2727 4.2727 4.7125 .21871 16 
Total 4.2655 4.2655 4.0957 .67108 138 
 
However, in order to reveal whether either of the types of motivation can be associated with 
particular level of education and to find out if the differences between groups can be treated as 
statistically significant, we used One-way ANOVA, whereas in the former instance dependent 
variable was “intrinsic motives”, and in the latter, “extrinsic motives” was used as a dependent 
variable. Employees were divided in three groups according to their education. Although 
Levene’s test indicated that the variances for intrinsic motivation were not equal, we proceeded 
with ANOVA. On the other hand, assumptions required for testing ANOVA for extrinsic 
motivation variable were met. 
The data from the Table 3.12 suggests that there is a statistically significant difference in the 
level of intrinsic motivation depending on the level of employees’ education (F (2, 135) = 
55.596, p = .000). After having conducted a post hoc analysis using Scheffe HSD, we identified 
that the difference between secondary/vocational education and both three or four years of 
higher education and Master’s degree was significant (p = .000). However, as expected, the 
results suggest that there is no statistical significance between the two levels of higher education 
(p = .090). 
Table 3.12 One-way ANOVA between intrinsic motivation and young employees’ level of 
education 
    Dependent Variable:  Intrinsic motivation   
a. R Squared = .452 (Adjusted R Squared = .444) 
b. Computed using alpha = .05 
 
Source 
Type III Sum 





Corrected Model 27.865a 2 13.933 55.596 .000 .452 1.000 
Intercept 1686.843 1 1686.843 6731.022 .000 .980 1.000 
Education 27.865 2 13.933 55.596 .000 .452 1.000 
Error 33.832 135 .251     
Total 2376.560 138      
Corrected Total 61.697 137      
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On the other hand, results presented in the Table 3.13 below indicate that groups of different 
levels of education do not differ statistically from one another with regard to extrinsic 
motivation (F (2, 135) = .012; p = .988). Moreover, very close means of all three observed 
groups (4.27, 4.26 and 4.27 respectively) show that extrinsic motives are equally important to 
all young employees regardless of their education.  
Table 3.13 One-way ANOVA between extrinsic motivation and young employees’ level of 
education 
Dependent Variable: Extrinsic motivation 
Source 
Type III Sum 





Corrected Model .004a 2 .002 .012 .988 .000 .052 
Intercept 1717.533 1 1717.533 11387.786 .000 .988 1.000 
Education .004 2 .002 .012 .988 .000 .052 
Error 20.361 135 .151     
Total 2531.182 138      
Corrected Total 20.365 137      
a. R Squared = .000 (Adjusted R Squared = -.015) 
b. Computed using alpha = .05 
 
Based on the results that indicate that intrinsic motives are more important for young employees 
with higher level of education (p < .05), we accept hypothesis H6a. As far as extrinsic motives 
are concerned, we saw that there is approximately the same mean for each group of education. 
Although young employees with lower level of education favour extrinsic motives over intrinsic 
ones considerably, extrinsic motivation proves not to be more important for any group of young 
employees based on the level of education. Therefore, we have no proof that the difference 
exists (p > .05), and, accordingly, hypothesis H6b is rejected. 
The next pair of hypotheses is focused on investigation of effect of difficulty of the performed 
tasks on basic types of motivation. Based on the reviewed literature, we hypothesised the 
following: 
Hypothesis 7a: Intrinsic motives are more important for young employees who perform more 
demanding tasks. 
Hypothesis 7b: Extrinsic motives are more important for young employees who perform less 
demanding tasks.  
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As in the previous set of hypotheses, one-way ANOVA was used for the purpose of testing 
these hypotheses. To make interpretation of the results more transparent, we transformed the 
variable “task difficulty” into two major groups, i.e. less demanding and more demanding tasks. 
In addition, less demanding tasks encompass “not demanding at all”, “not that demanding” and 
“neither demanding nor undemanding” categories, while “demanding” and “very demanding” 
fall within the category of more demanding tasks. Since there were roughly equal sample sizes 
for both groups (less demanding and more demanding tasks) we were allowed to ignore the fact 
that homogeneity of variances was violated for intrinsic motivation. 
The mean for the first group is 3.9 (SD = .76), whereas it amounts to 4.29 (SD = .50) for the 
latter. Besides the fact that the difference is clear from comparison of the means only, the test 
results from the Table 3.14 suggest that there is statistically significant difference between the 
observed groups (F (1, 136) = 12.729; p = .000).  
Table 3.14 One-way ANOVA between intrinsic motivation and task difficulty 
Dependent Variable: Intrinsic motivation 
Source 
Type III Sum 





Corrected Model 5.280 a 1 5.280 12.729 .000 .086 .943 
Intercept 2317.582 1 2317.582 5586.804 .000 .976 1.000 
Task difficulty 5.280 1 5.280 12.729 .000 .086 .943 
Error 56.417 136 .415     
Total 2376.560 138      
Corrected Total 61.697 137      
a. R Squared = .086 (Adjusted R Squared = .079) 
b. Computed using alpha = .05 
When it comes to extrinsic motivation, the mean for the group in which tasks employees 
perform are less demanding is 4.18 (SD = .42). As for the other group, the mean amounts to 
4.35 (SD = .32). Based on the one-way ANOVA (see Table 3.15), there is statistically 
significant difference between individuals who have less or more demanding tasks with respect 
to extrinsic motivation (F (1, 136) = 6.756, p = .010). 
Table 3.15 One-way ANOVA between extrinsic motivation and task difficulty 
Dependent Variable: Extrinsic motivation   
Source 
Type III Sum 





Corrected Model .964a 1 .964 6.756 .010 .047 .733 
Intercept 2511.716 1 2511.716 17607.040 .000 .992 1.000 
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Task difficulty .964 1 .964 6.756 .010 .047 .733 
Error 19.401 136 .143     
Total 2531.182 138      
Corrected Total 20.365 137      
a. R Squared = .047 (Adjusted R Squared = .040) 
b. Computed using alpha = .05 
 
According to the results that suggest that difficulty of the task performed does affect inclination 
towards intrinsic motivation of young employees (p < .05), there is significant evidence to 
support our research proposal. More specific, the results indicate that intrinsic motivation is 
more important for young employees whose tasks are more demanding. Therefore, we accept 
hypothesis H7a. On the other hand, although difficulty of the task does affect extrinsic 
motivation of young employees (p < .05), the results indicate the opposite direction from the 
one that was suggested. Therefore, there is no enough evidence to support our hypothesis that 
extrinsic motivation is more important for employees who perform less demanding tasks. Thus, 
with the 95% confidence interval, we reject hypothesis H7b. 
3.3 Summary of the Findings 
In the previous section, following the assumed research model, we verified hypotheses that were 
drawn from the theoretical basis of the thesis. Firstly, we answered our research questions 
related to importance of various motives for young employees and motivators that employers 
use to motivate their young employees. The purpose of these research questions was to 
investigate whether there was room for improvement in terms of better alignment of motives 
and motivators. Namely, young employees reported that motives that drive them to exert more 
effort on job the most are: “adequate level of pay”, “good relationship with co-workers”, “good 
relationship with superiors”, “possibility for growth” and “recognition of good performance”. 
On the other hand, employers singled out the following motivators they use to the greatest extent 
in this order: “good relationship with superiors”, “regular pay”, “good relationship with co-
workers”, “good working conditions” and “unambiguous and thoroughly explained goals”.  
It can be seen that employers recognise importance of good relationship with both superiors and 
co-workers for young employees. However, other motives that are among the most motivating 
for young employees are in the middle of the employers’ list of motivators. Moreover, it must 
be noticed that intrinsic motives were least motivating for young employees. Similarly, the 
extent to which employers motivate their young employees intrinsically is considerably lower 
when compared to any group of extrinsic motivators. Since these findings are contradictory to 
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theoretical framework, the fact that intrinsic motives are less motivating for young employees 
of Montenegrin SMEs requires more detailed discussion and will be addressed later in the 
thesis. 
In addition, verification of hypothesis provided us with considerable insight needed for drawing 
further inferences. The results of hypotheses testing are shown in Table 3.16. 
Table 3.16 Results of hypotheses testing 
Assumed relationships Correlation / significance Results of hypotheses 
Motivators → Job satisfaction .688 Accepted 
Job satisfaction → Work performance .479 Accepted 
Motivators → Work performance .514 Accepted 
Int. motivation → Work performance .434 Accepted 
Pay → Job satisfaction .423 Accepted 
Int. motives → Higher education p = .000  Accepted 
Ext. motives → Lower education p = .988 Rejected 
Int. motives → More demanding tasks p = .000 Accepted 
Ext. motives → Less demanding tasks p = .010  
(not for assumed group) 
Rejected 
 
Namely, as the extent to which employers motivate their young employees grows, employees’ 
job satisfaction increases (H1) since strong positive relationship between the two variables was 
found. The effect that job satisfaction has on work performance (H2) was moderately strong, 
statistically significant and consistent with the proposed direction. Work performance also 
increased as the extent to which employers motivate their employees increased (H3). The 
correlation between the two variables was strong, statistically highly significant and, 
simultaneously, consistent with the proposed direction. Furthermore, relationship between 
intrinsic motivation and work performance was moderately strong, statistically significant and 
greater than that between work performance and extrinsic motivation (H4). Moderately strong, 
statistically significant relationship was also found between high level of pay and job 
satisfaction (H5). Intrinsic motives proved to be more important for young employees with 
higher level of education, given that difference between groups existed (6a), however, 
importance of extrinsic motives did not vary across different levels of education (6b). Finally, 
intrinsic motives were more important for employees who perform more demanding tasks (7a). 
On the other hand, there was no enough evidence to support the assumption that extrinsic 
motivation is more important for employees who perform less demanding tasks (7b).  
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By providing an overview of verified hypotheses, we conclude the empirical chapter of our 
thesis. For the purpose of comprehensive understanding of the obtained results, further 
discussion needs to be developed. More specifically, it is important to closely examine the key 
findings of the research, indicate their significance and highlight theoretical and practical 
implications. Moreover, in order to examine whether the results that we obtained are in 
compliance with that of other authors, we will provide a brief overview of several studies on 
related topic and from the region that we considered a relevant benchmark. These issues are to 





















4 DISCUSSION AND IMPLICATIONS 
 
The aim of our research was to verify theoretically established assumptions and to investigate 
whether the obtained results deviate from the assumed ones. Now that the hypotheses are 
verified, we seek to gain a better understanding of the results through further discussion.  
In the analysis of the importance of motives for young employees, “adequate level of pay” was 
unanimously voted as the most important motive. Such finding contradicts Herzberg’s theory 
of motivation given that the salary level does seem to have a significant motivating role. 
Moreover, it is not only the level of pay that is recognised as important, but young employees 
also categorized recognition among the top five motivating factors, which aside from praise 
includes reward and monetary incentive. Therefore, although discordant with Herzberg’s belief, 
financial rewards proved to be a powerful motivating tool. In addition, young employees attach 
great importance to the needs related to affection and belongingness as relationship with both 
co-workers and superiors was recognised as highly important motive. Furthermore, although 
intrinsic motives generally turned out to be ranked much lower on the scale of importance, 
“possibility for growth” is, nevertheless, singled out among the most important ones.  
The prioritization of financial rewards can be explained by the need for securing existence, 
especially when employees are young and at the beginning of their careers, which partially 
supports Maslow’s theory. As we presupposed earlier in the thesis, these results can also be a 
reflection of economic and social ambient in which respondents live and work, low standard of 
living, and high rate of unemployment.  In such ambient, it is not surprising that salary and other 
monetary rewards become the leading motives which satisfy the basic needs of an individual. 
However, the above mentioned set of motives is not fully in line with Maslow’s hierarchy of 
needs, as employees focused on and found various motives from multiple categories of the 
hierarchy to be simultaneously motivating, which is, in part, the idea of the Alderfer’s theory.  
This theory also suggests that employees tend to find satisfaction in lower-level needs if they 
fail to satisfy higher-level needs. In relation to that, there is significant evidence from both 
theory and research to support this claim. Practice has shown that the individuals in the lower-
ranked work places have less opportunities to promote their skills and knowledge or to be 
involved in making decisions on important matters, as their work is mainly routine and does not 
require great variety of skills. These individuals mostly favour extrinsic motives over intrinsic 
ones. Similarly, our research has confirmed that motivation does depend on both task difficulty 
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and level of education. More specifically, importance of intrinsic motivation is reported to a 
greater extent in young employees whose tasks are more demanding. On the other hand, there 
was no pattern that could prove that extrinsic motivation is affected by the task difficulty. 
Similarly, young employees with lower level of education find extrinsic motives to be way more 
motivating than intrinsic ones. However, it must be noted that although highly educated 
individuals consider intrinsic motives to be essential for their motivation, extrinsic motives are 
as important for them as they are for those who are less educated. Once again, although 
understanding of such findings might be sought in socio-economic environment of the 
respondents, the fact that the research included young employees only must not be neglected. 
As Bhattacharyya (2014, p. 230) put it, “as employees get older, interesting work becomes more 
of a motivator.” Indeed, it is expected that older workers managed to provide financial security 
throughout their careers and is therefore reasonable that they give preference to other factors. 
Whether the results are such due to one or the other factor, or due to combination of both, must 
be investigated through further research. 
When analysing the key motivators that employers use for the purpose of motivating their young 
employees, we notice that they recognise the significance of good relationship with superiors 
and co-workers. Following McClelland’s theory, individuals have desire to satisfy needs for 
power, achievement and affiliation to a different extent, and the last is prevailing in the context 
of our interest which can be attributed to both national culture and age of survey participants. 
Having in mind that employees find those motives to be among the most satisfied on their job, 
we may conclude that employers do not lag behind in ensuring that interpersonal relationships 
are at a high level. However, the key motivating factors are only partially recognised by the 
employers. Namely, some of the most motivating factors such as “adequate level of pay”, 
“possibility for growth” as well as “recognition of good performance” are approximately in the 
middle of the list of motivators that employers use. On the other hand, “autonomy”, “inclusion 
in decision making”, “benefits” as well as “chances for promotion” are least used by employers 
for the purpose of motivating their young employees, and are, at the same time, factors that are 
generally least motivating for this group of employees in the given context. However, provided 
that relevance of motives for different individuals is influenced by the difficulty of the task they 
perform, by the level of their education, and possibly by many other factors such as gender, age, 
sex, culture, etc., it must be emphasised that motivational strategies should be designed 
individually. Universal applicability of motivators was questioned by McClelland and was, 
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although in the context of rewards, further tackled by Vroom, who suggested that values are the 
matter of subjective perception. 
In discussing motivation, careful consideration needs to be given to job satisfaction. Although 
motivation and satisfaction are two distinct phenomena, their interrelatedness is discussed in 
various theories of motivation and explored in numerous studies. Even though it would be an 
overstatement if we firmly claimed that motivated individuals are necessarily satisfied 
individuals, our study indicates that there is a positive relationship between motivation and job 
satisfaction in young employees. When analysing components of job satisfaction separately, 
average mark for each factor, except for “regularity of pay”, was lower when compared to how 
significant the same factors were for young employees. As we mentioned before, factors related 
to relationship with co-workers and superiors were at the top of the scale related to importance 
of motives and were, at the same time, regarded as one of the most satisfied factors. Even though 
young employees did not express radical dissatisfaction with any of the factors, most of the 
intrinsic motives as well as the “level of pay”, were least satisfied on their job. Low satisfaction 
with the level of pay may be the result of generally low average pay in Montenegro that is 
insufficient for covering elementary human needs. On the other hand, following Adams’ theory, 
employees may be discouraged and frustrated due to feeling of imbalance when they compare 
their input in terms of skills, effort and education to their pay. Since the “level of pay” was 
identified as potentially highly important motive, we focused our attention to investigating its 
relationship with job satisfaction. Unsurprisingly, moderately significant positive effect was 
found between the two variables.  
The gist of the thesis was, in part, to investigate whether employee motivation and job 
satisfaction affect work performance. While positive motivation-performance relationship was 
dominantly found in the research circles on this topic, the findings related to research dedicated 
to satisfaction-performance relationship were, nevertheless, inconsistent. However, the results 
of our study suggest that moderately strong linear relationship exists between job satisfaction 
and work performance. As for the former relationship, our study is in line with the prevalent 
results that indicate an existing positive effect. In more detail, we came to conclusion that there 
is stronger relationship between intrinsic motivation and work performance than between 
extrinsic motivation and work performance. These findings uphold Hackman and Oldham’s 
theory which proposes that performance will be maximised if employees find the work 
meaningful, responsible and if it requires wider range of skills. This theory, as well as that of 
Locke, emphasises the strength of feedback as a motivating tool for improving performance 
72 
 
since knowing of results serves as a useful benchmark for evaluating one’s effectiveness. In any 
event, considering the research implications as well as theoretical background, employers 
should carefully attend to ways of motivating their young employees in order to instigate greater 
satisfaction and therefore better work performance. Moreover, employers of Montenegrin 
SMEs must have in mind that individuals differ and that no motivational pattern is suitable for 
all employees. Although many extrinsic motives do seem to be commonly regarded as highly 
important by the young employees, some people will not find good level of pay or benefits 
satisfying enough to make them give their very best or, ultimately, to prevent them from leaving 
due to dissatisfaction when an opportunity occurs. When looking for ways to improve 
performance, listening to people’s needs should not be underestimated.  
 
4.1 Comparison to Relevant Research 
Although there is undoubtedly a paucity of research dedicated to the discussion on employee 
motivation, satisfaction and performance, there is rather a little research entirely comparable to 
that of ours, especially when the comparison is limited to the research from the Balkans region 
only. The limitation is introduced in order that we can understand possible sociological, cultural 
and economic patterns or phenomena characteristic for the given geographical area in more 
depth. Besides, it must be noted that no study included only young employees or SMEs, while 
in some cases small sample was used so that it is questionable whether any generalisation could 
be drawn. In addition, we could not find any Montenegrin research sufficiently suitable for our 
purposes. However, the following studies are singled out to reveal whether similar results were 
found in other research studies thematically and spatially comparable to ours.  
A study conducted in Slovenia by Šercelj (2016) which investigated the importance of 
motivation and satisfaction for staff retention offers some interesting thoughts and findings. Just 
like in our research, respondents with lower level of education did not find intrinsic motives to 
be of greatest importance. On the other hand, highly educated individuals rated the importance 
of the same motives with above average marks. The author also investigated the importance of 
financial factors with regard to age, and came to conclusion that these factors are equally 
important to all respondents regardless of their age. However, non-financial, mostly intrinsic 
motives were the most important to respondents over the age of 40. These data open the question 
whether we would come to the same results if age limitation had not been introduced. Another 
aspect of this study related to staff retention that was not encompassed by our research reveals 
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that although pay was not regarded as the most important motive, it did prove to be the main 
reason why employees would leave the organization, which supports the idea that satisfied 
individual does not necessarily imply motivated individual.  
Yet one study conducted in Slovenia addresses the analysis of extrinsic and intrinsic 
motivational factors for employees (Franić, 2015). Although this study included employees of 
all ages, both this and our research reveal that interpersonal relationships act as one of the most 
important motives for employees. However, a finding consistent with theoretical assumptions 
and not confirmed by our research was that intrinsic motives were more significant for 
employees than extrinsic motivational factors, but that majority of people worked at their job 
because of extrinsic factors. In addition, although the author emphasised that pay and other 
financial rewards were important, it was not recognised as the most important motivational 
factor. Finally, motivation was regarded as of vital importance for greater job satisfaction as 
well as for better performance on the job. Although these two theses provide somewhat different 
implications, both serve as a useful point of comparison. In particular, more attributed value to 
pay as a motivating factor in Montenegrin SMEs can be potentially explained by the lower 
standard of living and higher rate of unemployment as well as by the age of participants in our 
research. 
Brnad, Stilin and Tomljenović (2016) had conducted a survey in a research paper that 
encompassed 165 participants. The aim was to determine the level of motivation and 
satisfaction of employees in Croatia with specific factors and to evaluate the extent to which 
motivational system used by organizations is tailored to the wishes of employees.  Motivational 
factors named in the questionnaire rely on the Herzberg’s two-factor theory. Employees found 
“job security”, “achievement and success”, “challenging job” as well as “responsibility” to be 
the most motivating. As for job satisfaction, “regularity of pay” and “job security” were factors 
with the highest average values. On the other hand, most dissatisfying factors were “possibility 
for promotion” and the “level of pay”. Overall motivation and satisfaction level were both 
estimated as average. Given that “job security” was singled out as most motivating, and 
“regularity of pay” was the factor employees were satisfied with to the greatest extent, authors 
concluded that these were only minimal criteria for doing the job, and not incentives for 
employees to invest more effort in achieving greater results. 
Key aspects of employee motivation were also studied on the territory of Bosnia and 
Herzegovina (Jokanović, 2015). The author categorized survey participants according to their 
age and the level of education, which helps us make more accurate comparison. Similarly as 
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was the case with our research, the results imply that young employees single out motives such 
as “good relationship with co-workers” as the most important along with the “regularity of pay”. 
Employees with the highest level of education dominantly find “work without stress”, 
“possibility for promotion”, “good working conditions” as well as “regularity and appropriate 
level of pay” to be the key motivating factors. On the other hand, “regular and adequate pay”, 
“good interpersonal relationships”, “job security” and “stability of the organization” were 
recognised as generally most important regardless of employees’ age, education and other 
characteristics, while intrinsic motives are rarely chosen as the essential for their motivation. 
Jokanović ascribes such results to socio-economic environment of respondents, which leaves 
employees with no room for seeking different factors other than those necessary for 
fundamental existence and safety.  
One research conducted in Serbia explored the impact of intrinsic and extrinsic motivation on 
employees’ productivity and their job satisfaction (Džamić, 2017). The focus of the thesis was 
not on addressing motives separately and distinguishing most and least important among them, 
but rather on the division of motivation on intrinsic and extrinsic and their relationship with 
productivity and satisfaction. On average, respondents rated intrinsic motivation with 3.3, while 
3.4 was an average mark for extrinsic motivation. The data confirmed the assumption that 
motivation crucially increases productivity and employees’ job satisfaction. Yet one major 
implication was that increased productivity was 50 times more likely to occur in employees 
who are intrinsically rather than extrinsically motivated. It is also found that intrinsic motivation 
produces positive motivational effect in employee behaviour under condition that extrinsic 
factors are met. Such findings are upheld theoretically, especially by Maslow’s theory of 
motivation which suggest that fulfilment of fundamental needs allows an individual to address 
higher-level needs. Finally, the findings did not indicate that factors such as gender, age and 
length of employment contributed to employee productivity and job satisfaction. However, this 
research included only 30 respondents, which is fairly small sample to draw definite conclusions 
from, and should, therefore, not be taken for granted. 
Even though each of the aforementioned theses offers some new insights and represents a 
significant contribution to exploration of motivation, satisfaction and/or performance on the 
Balkans region, minor inconsistencies remind us that more studies need to be conducted to see 
if any generalisations could be made. Moreover, research conducted on the Montenegrin market 
is especially scarce, and therefore deserves additional attention. Still, some repeated 
implications were that intrinsic motivation is affected by the level of respondents’ education, 
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more specifically, intrinsic motives were more important to highly educated individuals. On the 
other hand, importance of financial motives and dissatisfaction with them was common for all 
employees. In addition, interpersonal relationships were widely recognised to be quite a strong 
motivating factor. Lastly, mutual finding for several studies was that motivation affected both 
























5 CONCLUDING THOUGHTS AND RECOMMENDATIONS 
 
In the era of globalisation, constant changes in the environment as well as unpredictable and 
highly competitive market, organizations are forced to increase their productivity. The 
challenges that management of a modern organization faces impose the need for rapid 
adaptation and responding to new situations, which, first and foremost, implies continuous 
investment in human resources. In such circumstances, knowledge and skills become the 
fundamental capital and prerequisite for running and developing any successful business.  
However, employees are not only the most important, but are also the most costly and the most 
problematic resources of an organization. Management, therefore, needs to create conditions in 
which employees are encouraged to achieve their full potential. Aside from enabling employees 
to acquire and apply new knowledge, technologies and work methods, it is substantial to 
recognise the motives they are driven by and to instigate them to use their knowledge and skills 
accordingly. If it were simple, there would be a universal recipe on how to best motivate 
employees. However, human needs are diverse and differ not only from person to person, but 
are also in the individual changeable in nature. Given that it is the matter of individual 
characteristics, needs and preferences that define what we attach importance to, it is reasonable 
why after so many years of trying to fully grasp this concept, no universal, all-encompassing 
theory or rule has been generated. Still, after having conducted a research, we came to some 
useful implications that are worth considering. 
The research findings indicated that young employees of Montenegrin SMEs are to the greatest 
extent driven by extrinsic motives which we understand as a consequence of respondents’ age 
as well as the socio-economic ambient in which they live and work. Namely, adequate level of 
pay, good interpersonal relationships on job, recognition of good performance in terms of praise 
or monetary incentive and possibility for growth were singled out as the most important 
motives, while satisfaction with these factors was lower when compared to their significance. 
In particular, greatest dissatisfaction was reported with almost all intrinsic factors as well as 
with the level of pay.  
It is reasonable that organizations must focus on reducing the cost of doing business and staying 
within the budget. However, cutting costs through investing less in the key resource cannot be 
beneficial in the long run. Therefore, management needs to be aware that they are directly 
responsible for their employees’ performance as well as for development of their skills. Given 
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that this very factor “adequate level of pay” was proved to significantly contribute to employee 
satisfaction and that it served not only as deserved information on one’s effort, but also as a 
strong motivator, employers should consider finding a solution appealing for both sides. 
Although extrinsic motives are commonly significant for all young employees of Montenegrin 
SMEs, there are differences in how employees value intrinsic motives depending on the level 
of education and task difficulty. Namely, employees who are highly educated and whose tasks 
on job are demanding expressed significantly greater inclination towards intrinsic motivation 
than employees who are at the other end of the scale. Since these employees’ productivity 
reflects mostly in mental effort and results in quality performance, it is of vital importance that 
their motives are satisfied. Although employers mostly recognised young employees’ need for 
extrinsic motivation on job, they only partially and insufficiently paid attention to satisfying 
intrinsic needs of young employees, which was also reflected in employees’ dissatisfaction with 
these factors. Yet one indicator of importance of intrinsic motivation is the fact that stronger 
relationship was found between intrinsic motivation and work performance than between 
extrinsic motivation and work performance.  
As indicated earlier, some employees, especially the key personnel, highly value jobs which 
they identify with, and that provide them with possibility for having autonomy or utilizing wide 
range of skills. Although some employees are more driven by monetary incentives, while others 
enjoy a challenging job, employee motivation cannot be negatively affected by a deserved 
praise, timely feedback on their performance, clear goals that individuals and organizations 
share as well as sense that they are treated equally as others. Therefore, we believe that, in order 
to reach the highest performance level, both intrinsic and extrinsic dimension should be 
simultaneously included in a comprehensive system of motivation. 
Our research study once again confirmed the assumption that motivation and satisfaction 
significantly contribute to good work performance. However, although it should by no means 
suffer, without ability, knowledge and opportunity, one’s motivation will not lead to favourable 
outcome. That is to say, the synergy of all these factors makes a proper foundation and 
precondition for satisfactory work performance.  
This thesis may serve as a basis for facilitating new research in Montenegro, as it unfolds many 
possibilities and ideas to consider for further studies. For instance, a question that remained 
unanswered is if the leading motives would be the same if respondents of all ages participated 
in the survey. In addition, having in mind the motivating role of adequate pay, it would be useful 
78 
 
to explore for how long the salary increase would have a motivating effect on employees, and 
if at some point it ceases to be a motivator. Also, some other factors such as sex of sample, 
culture, the nature of job or different occupations could potentially strengthen or weaken the 
relationship between motivation and performance, which, as well, requires further research.  
While our thesis raises many issues that seek additional investigation, there are some concrete 
measures that every successful SME should consider undertaking in order to improve their 
business:  
 Approaching the creation of high-quality motivational system carefully, designed 
exclusively for employees of that particular organization; 
 Taking into consideration age, education of employees, task difficulty as well as 
economic activity of an organization when designing motivational system; 
 Conducting surveys on the level of motivation and satisfaction regularly (at least once 
every three years) in order to be able to understand the needs and aspirations of 
employees in more detail, and also to avoid the image of an organization that does not 
take care of its employees, or of adequacy of the existing motivational system; 
 Developing the system for providing feedback on employee effort and information on 
one’s strengths and weaknesses (e.g. annual performance appraisal and career 
development interviews), and also evaluating performance and competencies for which 
adequate performance indicators must be established; 
 Constantly enhancing knowledge of the organization by providing employees with 
opportunities for learning and upgrading their skills through online and face-to-face 
trainings, workshops, seminars, etc. while also taking into account organizational goals 
and financial possibilities; 
 Supporting liveliness through recognising opportunities for promotion and development 
of competencies for each job, so that employees do not feel as if they were stuck in the 
same place. In this sense, job rotations should be considered. Although that requires 
great investment by the organization, employee motivation is more likely to be worth 
the retraining costs;  
 Cultivating healthy work environment, good interpersonal relationships, building trust 
and encouraging teamwork that will enable employees to reach common goals more 
easily;  
 Raising employee awareness of the importance of their role in the process of doing 
business, which could positively affect their intrinsic motivation;  
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 Establishing a human resources sector or hiring a person in case of a small organization, 
who will, inter alia, thoroughly address the issue of motivating employees of all levels.  
 Training of first line managers/supervisors for leadership including appropriate 
utilisation of motivators.   
 
Whether employees will be the most unsustainable resources or the source of success, depends 
directly on the management. In any event, there is plenty of room for improvement of 
























Delovanje v konkurenčnih in vse bolj turbulentnih tržnih razmerah današnjim organizacijam ne 
daje prostora za počitek, zlasti ko gre za mala in srednje velika podjetja (MSP). Poleg nenehne 
potrebe po vlaganju v razvoj veščin in znanja zaposlenih je prav motivacija zaposlenih glavni 
predpogoj za dobro izkoriščenje človeškega potenciala.  
Ob pomanjkanju prejšnjih študij, ki bi raziskovale odnos med motivacijo in delovno 
učinkovitostjo v črnogorskih MSP, je cilj tega dela najprej pregled, ali in v kolikšni meri tudi v 
tem kontekstu veljajo standardni zaključki iz literature. To pomembno in kompleksno vprašanje 
v Črni gori prej ni bilo deležno pretirane pozornosti, izsledki naše raziskave pa služijo dvigu 
zavesti črnogorskih delodajalcev o pomembnosti ustrezne motivacije svojih zaposlenih in o 
vplivu le-te na njihovo delovno učinkovitost. 
 
Raziskovalna vprašanja in hipoteze  
Raziskovalna vprašanja v tem delu se nanašajo na eni strani na identifikacijo specifičnih 
motivov, ki vodijo mlade zaposlene, ter na drugi na motivatorje, ki se jih poslužujejo 
delodajalci. Na podlagi odgovorov na ta vprašanja smo lahko določili skladnost med obema 
stranema. 
Naša hipoteza je, da je motivacija odvisna od izobrazbe in zahtevnosti posamezne delovne 
naloge ter da ustrezen nivo motivacije zaposlenega prispeva k izboljšanju produktivnosti dela. 
Natančneje, na podlagi psihološke teorije in številnih študij smo predpostavili, da je delovna 
učinkovitost močneje povezana z intrinzično kot z ekstrinzično motivacijo. Nadalje, na podlagi 
prejšnjih študij pričakujemo, da ustrezna motivacija zaposlenih vodi v večje zadovoljstvo pri 
delu, kar se praviloma pozitivno odrazi na delovni učinkovitosti. Upoštevajoč življenjski 
standard v Črni gori in starost udeležencev naše raziskave smo predpostavili, da je predvsem 
plačilo tisti faktor, ki v največji meri določa zadovoljstvo mladih zaposlenih v MSP. 
 
Cilji naloge 
Poleg identifikacije najbolj in najmanj pomembnih motivacijskih faktorjev mladih zaposlenih, 
kot tudi identifikacije motivatorjev, ki jih ponujajo delodajalci, je bil raziskovalni cilj te naloge 
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ugotoviti, kako motiviranost mladih zaposlenih vpliva na njihovo delovno uspešnost in kakšne 
so specifične karakteristike razmerja med motivacijo in delovno učinkovitostjo v opazovanem 
kontekstu. Naš namen je bil tudi na podlagi pridobljenih podatkov pripraviti izbor 
konstruktivnih predlogov za vodstva v črnogorskih MSP. 
 
Metodologija in struktura 
Naloga je sestavljena iz dveh večjih sklopov. V prvem, teoretičnem sklopu smo pripravili 
teoretsko ogrodje, relevantno za drugi, raziskovalni del. V teoretičnem delu izčrpno opišemo 
pojme motivacija, delovna uspešnost in zadovoljstvo pri delu ter povezave med njimi. 
Predstavimo tudi druge, povezane študije ter na podlagi njihovih zaključkov zastavimo 
raziskovalna vprašanja in hipoteze. Da smo lahko pridobili ustrezne rezultate, smo v drugem 
delu izvedli kvantitativno raziskavo. Podatke smo pridobili z dvema vprašalnikoma in obdelali 
s statističnim orodjem SPSS. Podatke primarnega vira smo najprej predstavili s pomočjo nekaj 
univariatnih opisnih statistik, nato pa, glede na značilnosti tipov spremenljivk, z nekaj 
bivariatnimi metodami prikazali odnose med posameznima spremenljivkama, s ciljem 
verifikacije zastavljenih hipotez. Predzadnje poglavje dela je posvečeno obnovi in diskusiji 
ključnih ugotovitev raziskave in skladnosti le-teh z obstoječo teorijo, delo pa končno sklenemo 
s konstruktivnimi priporočili črnogorskim MSP. 
 
Ključne ugotovitve 
Ključne ugotovitve kažejo, da mlade zaposlene v črnogorskih MSP ne glede na njihovo 
izobrazbo ali težavnost delovnih nalog najbolj vodijo ekstrinzični motivacijski dejavniki ter da 
intrinzično motivacijo cenijo zgolj visoko izobraženi posamezniki in posamezniki z zahtevnimi 
delovnimi nalogami.  
Pri slednjih zaposlenih je posledica mentalnega napora praviloma večja produktivnost in 
delovna uspešnost. Intrinzična motivacija nasploh je močneje povezana z delovno uspešnostjo. 
Dodatna ugotovitev je, da tako motivacija kot zadovoljstvo pri delu zaposlenega prispevata k 
delovni uspešnosti in da je, specifično, višina plače močan motivacijski faktor, ki znatno 
prispeva k zadovoljstvu zaposlenih. Te ugotovitve je mogoče pripisati socio-ekonomskim 
okoliščinam Črne gore, v katerih delajo in živijo udeleženci raziskave (nižji življenjski standard, 
nižja povprečna plača), in starosti udeležencev, saj si morajo mladi zaposleni svojo finančno 
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Appendix A: Questionnaire for employees 
 
Dear participant,  
I am Tijana Vrbnjak, the student of the Master’s programme Human Resource and Knowledge 
Management at the Faculty of Social Sciences in Ljubljana. The topic of my final thesis is 
Motivating young employees for efficient performance in Montenegrin SMEs. Therefore, I have 
created a questionnaire in order to receive relevant data on your opinion on motives that drive 
you and their presence in your job. 
As the questionnaire will take you no more than a few minutes, I kindly ask you to read the 
questions carefully and answer as objectively as possible. The questionnaire is anonymous, i.e. 
your identity will not be known, and the collected data will serve for the purpose of scientific 
research only.   







 Up to 25  
 Between 26 and 30 
 Between 31 and 35 
 
3. Education: 
 Primary school 
 Secondary/vocational school 
 3 or 4 years of higher education 
 Master’s degree 
 Doctorate 
 
4. Name of the organization you work for: 
      ________________________________________________ 
  






 Financial activities/accounting 
 Personal services (e.g. hairdressers, florists) 
 ____________________ (fill in) 
 
6. Payment level (netto) in euros: 
 Up to 350 
 350 – 500 
 500 – 700 
 700 – 1000 
 1000 – 1500 
 1500 + 
 
7. How would you describe your job? 
 Not demanding at all 
 More undemanding than demanding 
 Neither undemanding nor demanding 
 Demanding 
 Very demanding 
 
8. To what extent do the following motives drive you to exert more effort at work? 
Please, mark one of the options from 1 (not at all) to 5 (very much) and therefore express your 
















Adequate level of pay      
Regular pay      
Benefits (bonuses, health and life 
insurance, use of a company car, 
mobile phone, etc.) 
     
Recognition of good performance 
(praise, reward, monetary incentive) 
     
Chances for promotion      
Good working conditions (safety, 
good working environment, flexible 
working hours) 
     
Clearly set objectives by management 
(what is expected of you) 
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Feedback (both positive and negative) 
on performance (praises, complaints, 
suggestions) 
     
Fair distribution of work (among 
employees, during the working hours) 
     
Good relationship with co-workers      
Good relationship with superiors      
Having autonomy (deciding on what, 
how and when to work). 
     
Inclusion in decision making      
Possibility of professional and 
personal growth (gaining knowledge 
and experience) 
     
Having a responsible job 
(responsibility for partners, 
clients/customers, finances, 
equipment) 
     
Dynamic, interesting, creative and 
challenging job 
     
 
9. To what extent do the following statements hold true for you? 
Please, mark the extent to which the following statements reflect your situation on job (I do 
not agree at all, I do not agree, do not know if I agree, I agree, I completely agree) as 
objectively as you can and according to how you feel. 
 
 
Do you agree? 
I do not 
agree at 
all 
I do not 
agree 
Neutral I agree I 
completely 
agree 
I am satisfied with the level of pay 
that I receive.  
     
I receive my pay regularly.      
I receive benefits such as bonuses, 
health and life insurance, use of a 
company car, mobile phone, etc. 
     
I am properly rewarded and praised 
for good performance. 
     
In the company that I work for, I have 
already been promoted/I believe that I 
will be promoted. 
     
Generally, I am satisfied with the 
working conditions (safety, good 
working environment, flexible 
working hours). 
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The goals set by management are 
unambiguous and explained 
thoroughly. 
     
I regularly receive feedback on my 
individual work (praises, complaints, 
suggestions). 
     
Within the organization, job is 
distributed fairly (among employees, 
during the working hours). 
     
Good relationship with co-workers is 
characteristic for the organization. 
     
Good relationship with superiors is 
characteristic for the organization. 
     
I have a lot of autonomy on my job (I 
can decide on what, how and when to 
work). 
     
I have a say in decision making.      
I have a lot of opportunities to 
develop professionally and personally 
on job (to gain knowledge, 
experience, education). 
     
My job is very responsible (I am 
responsible for partners, 
clients/customers, finances or 
equipment). 
     
My job is dynamic, creative and 
challenging. 
     
 
10. How would you evaluate your performance at work?  














Appendix B: Questionnaire for managers/directors 
 
Dear Sir or Madam,  
I am Tijana Vrbnjak, the student of the Master’s programme Human Resource and Knowledge 
Management at the Faculty of Social Sciences in Ljubljana. The topic of my final thesis is 
Motivating young employees for efficient performance in Montenegrin SMEs. Therefore, I have 
created a questionnaire in order to receive relevant data on motivators you use, as well as data 
on your evaluation on your employees’ performance. 
As the questionnaire will take you no more than a few minutes, I kindly ask you to read the 
questions carefully and answer as objectively as possible. The questionnaire is anonymous, i.e. 
your identity will not be known, and the collected data will serve for the purpose of scientific 
research only.   
For your time and cooperation, I am deeply thankful in advance.  
 
1. Name of the organization you manage: 
      _____________________________________ 
 




 Financial activities/accounting 
 Personal services (e.g. hairdressers, florists) 
 ____________________ (fill in) 
 
3. How many employees does the organization you manage have? 
 Fewer than 50 
 50 – 250 
 
4. To what extent do you actually enforce each of these factors in order to motivate 
young employees (under the age of 35) of your organization?  
Please, express your attitude by marking one of the options on the scale from 1 (not at all) to 5 
(very much) as objectively as possible. 
 
Type of motivator 
 
1 2 3 4 5 
Providing employees with adequate 
level of pay 
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Providing employees with regular pay      
Providing benefits (such as bonuses, 
health and life insurance, use of a 
company car, mobile phone, etc.) 
     
Recognising good performance 
(praise, reward, monetary incentive) 
     
Creating chances for promotion      
Offering good working conditions 
(safety, good working environment, 
flexible working hours) 
     
Setting clear objectives for employees      
Providing employees with feedback 
(both positive and negative) on 
performance 
     
Ensuring that there is fair distribution 
of work 
     
Fostering good interpersonal 
relationship (with co-workers) 
     
Fostering good employer-employee 
relationship 
     
Giving autonomy to employees, i.e. 
possibility that employees decide how 
to work 
     
Including employees in decision 
making 
     
Enabling professional and self-growth 
of employees (to gain knowledge, 
experience, education) 
     
Enabling employees to have 
responsible jobs 
     
Ensuring that the job is dynamic, 
interesting, creative and challenging  
     
 
5. How would you evaluate your young employees’ (under the age of 35) 
performance at work?  
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6. To what extent does employee motivation affect performance of your 
organization? 
 
 Not at all in this kind of job 
 Not that much 
 Averagely 
 Affects to a large extent 
 In this kind of job, it is crucial for organizational performance 
 





















Appendix C: Anketa za zaposlene 
 
Poštovani, 
Moje ime je Tijana Vrbnjak i studentkinja sam Master programa Upravljanje ljudskim 
resursima i znanjem na Fakultetu za društvene nauke u Ljubljani. Tema mog magistarskog rada 
je Motivisanje mladih zaposlenih u malim i srednjim preduzećima Crne Gore u cilju postizanja 
efikasnog radnog učinka. Stoga sam kreirala anketni upitnik kako bih dobila relevantne podatke 
o Vašem mišljenju o motivima koji Vas pokreću i njihovom prisustvu u Vašem poslu.  
Anketa će Vam oduzeti samo nekoliko minuta, te Vas ljubazno molim da pažljivo pročitate 
pitanja i odgovorite što objektivnije. Anketni upitnik je potpuno anoniman, tj. Vaš identitet 
neće biti poznat, a dobijeni odgovori će se koristiti isključivo za potrebe naučnog istraživanja.  
Unaprijed Vam se srdačno zahvaljujem na izdvojenom vremenu i saradnji. 
 





 Do 25 godina 
 Od 26 do 30 godina 
 Od 31 do 35 godina 
 
3. Obrazovanje: 
 Osnovna škola 
 Srednja škola 
 Tri ili četiri godine univerzitetskog obrazovanja 
 Magistarske studije 
 Doktorat 
 
4. Naziv firme u kojoj ste zaposleni:  
      __________________________________________________ 
 







 Lične usluge (npr. frizeri, cvjećari) 
 ______________________ (dopunite) 
 
6. Visina zarade (neto) u eurima: 
 Do 350 
 350 – 500 
 500 – 700 
 700 – 1000 
 1000 – 1500 
 Preko 1500  
 
7. Kako biste opisali svoj posao? 
 Uopšte nije zahtjevan 
 Više nezahtjevan nego zahtjevan 
 Niti nezahtjevan niti zahtjevan 
 Zahtjevan 
 Vrlo zahtjevan 
 
8. U kojoj mjeri Vas sljedeći motivi mogu podstaći da uložite više truda na poslu? 
Označite jednu od opcija od 1 (ne motiviše me) do 5 (veoma me motiviše) i na taj način što 
objektivnije izrazite stav o tome koliko bi Vas svaki od navedenih faktora mogao podstaći da 















Odgovarajuća visina plate      
Redovna plata      
Benefiti (bonusi, zdravstveno i životno 
osiguranje, službeni telefon, mogućnost 
korištenja službenog vozila, itd.) 
     
Prepoznavanje dobrog radnog učinka 
(pohvala, nagrada, novčani podsticaj)  
     
Mogućnost za unapređenje na viši položaj, 
odgovornije radno mjesto 
     
Dobri radni uslovi (bezbjednost, dobro radno 
okruženje, fleksibilno radno vrijeme)  
     
Jasno postavljeni ciljevi od strane nadređenog 
(šta se od Vas očekuje) 
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Povratna informacija (i pozitivna i 
nepovoljna) od strane nadređenog na Vaš 
učinak (pohvale, primjedbe, sugestije) 
     
Pravedna raspodjela posla (između saradnika, 
u toku radnog vremena) 
     
Dobri odnosi sa kolegama      
Dobri odnosi sa nadređenima      
Mogućnost samostalnog odlučivanja o tome 
šta, kako i kada ćete raditi 
     
Uvažavanje Vašeg mišljenja prilikom 
donošenja važnih odluka 
     
Mogućnosti za lični i profesionalni napredak 
(sticanje znanja i iskustva) 
     
Odgovoran posao (odgovornost za saradnike, 
klijente/mušterije, za finansije, opremu, itd) 
     
Dinamičan, zanimljiv, kreativan i izazovan 
posao 
     
 
 
9. U kojoj mjeri se slažete sa sljedećim izjavama? 
Označite jednu od opcija (uopšte se ne slažem; ne slažem se; i slažem se i ne slažem se; 
slažem se; apsolutno se slažem) i na taj način izrazite u kojoj mjeri sljedeće izjave oslikavaju 
Vašu situaciju na poslu. Budite što objektivniji i odgovarajte onako kako stvarno osjećate.  
 
 












Zadovoljan/na sam visinom plate koju 
primam. 
     
Platu primam redovno.      
Imam benefite kao što su bonusi, zdravstveno 
i životno osiguranje, službeno vozilo, službeni 
telefon, itd. 
     
Adekvatno sam nagrađen/a i pohvaljen/a za 
dobar radni učinak na poslu. 
     
U firmi u kojoj radim sam već bio/la 
unaprijeđen/a, odnosno vjerujem da ću biti. 
     
Zadovoljan/na sam uslovima rada 
(bezbjednost, dobro radno okruženje, 
fleksibilno radno vrijeme). 
     
Ciljevi koje postavljaju nadređeni su 
nedvosmisleni i detaljno objašnjeni. 
     
Redovno dobijam povratnu informaciju 
(pohvale, primjedbe, sugestije) o svom 
individualnom radu. 
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Posao u firmi je pravedno (ravnopravno) 
raspodijeljen (između saradnika, u toku 
radnog vremena). 
     
Dobri međusobni odnosi zaposlenih su 
karakteristični za firmu. 
     
Dobri odnosi zaposlenih i nadređenih su 
karakteristični za firmu. 
     
Mogu sam/a da odlučim šta, kako i kada ću da 
radim.  
     
Moje mišljenje se uvažava prilikom 
donošenja važnih odluka. 
     
Postoji mnogo mogućnosti za lični i 
profesionalni napredak na poslu (sticanje 
znanja, iskustva, obrazovanja). 
     
Moj posao je vrlo odgovoran (odgovornost za 
saradnike, klijente/mušterije, za finansije, itd). 
     
Moj posao je dinamičan, zanimljiv, kreativan 
i izazovan. 
     
 
 
10. Kako biste ocijenili svoj učinak na poslu?  

















Appendix D: Anketa za menadžera/direktora 
 
Poštovani, 
Moje ime je Tijana Vrbnjak i studentkinja sam Master programa Upravljanje ljudskim 
resursima i znanjem na Fakultetu za društvene nauke u Ljubljani. Tema mog magistarskog rada 
je Motivisanje mladih zaposlenih u malim i srednjim preduzećima Crne Gore u cilju postizanja 
efikasnog radnog učinka. Stoga sam kreirala upitnik kako bih dobila relevantne podatke o 
motivatorima koje primjenjujete, kao i podatke o procjeni učinka mladih zaposlenih u Vašoj 
firmi.  
Anketa će Vam oduzeti samo nekoliko minuta, te Vas ljubazno molim da pažljivo pročitate 
pitanja i odgovorite što objektivnije. Anketni upitnik je potpuno anoniman, tj. Vaš identitet 
neće biti poznat, a dobijeni odgovori će se koristiti isključivo za potrebe naučnog istraživanja.  
Unaprijed Vam se srdačno zahvaljujem na izdvojenom vremenu i saradnji. 
 
1. Naziv firme kojom rukovodite: 
      ________________________________________________ 
 





 Lične usluge (npr. frizeri, cvjećari) 
 _____________________ (dopunite) 
 
3. Koliko zaposlenih ima u firmi? 
 Manje od 50 
 50 – 250 
 
 
4. U kojoj mjeri primjenjujete sljedeće načine da motivišete mlade zaposlene (do 35 
godina) u Vašoj firmi?  
Pokušajte objektivno procijeniti u kojoj mjeri primjenjujete sljedeće načine da motivišete 
mlade zaposlene tako što ćete označiti jednu od opcija od 1 (ne primjenjujem) do 5 




Mlade zaposlene motivišem: 
 
 
1 2 3 4 5 
Dobrom platom      
Redovnom isplatom plate      
Raznim benefitima (poput bonusa, zdravstvenog 
i životnog osiguranja, mogućnošću upotrebe 
službenog vozila, službenog telefona, itd.)  
     
Prepoznavanjem dobrog učinka (pohvala, 
nagrada, novčani podsticaj, itd.) 
     
Stvaranjem mogućnosti za unapređenje u firmi      
Dobrim radnim uslovima (bezbjednost, dobro 
radno okruženje, fleksibilno radno vrijeme) 
     
Jasnim postavljanjem poslovnih ciljeva 
zaposlenima 
     
Povratnom informacijom (i dobrom i 
nepovoljnom) na njihov učinak 
     
Vođenjem računa o pravednoj raspodjeli posla      
Njegovanjem dobrih odnosa među zaposlenima      
Njegovanjem dobrih odnosa nadređenih sa 
zaposlenima 
     
Pružanjem autonomije, odnosno mogućnosti da 
zaposleni sami donose odluke o načinu rada 
     
Uključivanjem zaposlenih u donošenje važnih 
odluka 
     
Omogućavanjem da napreduju i u ličnom i u 
profesionalnom smislu (sticanje znanja, iskustva, 
obrazovanja) 
     
Pružanjem odgovornog posla      
Pružanjem dinamičnog, zanimljivog, kreativnog i 
izazovnog posla  
     
 
 
5. Kako biste ocijenili učinak Vaših mladih zaposlenih  (do 35 godina) na poslu?  










6. U kojoj mjeri motivacija mladih zaposlenih utiče na ukupni učinak Vaše firme? 
 
 Uopšte ne u ovoj vrsti posla  
 Ne u značajnoj mjeri 
 Prosječno 
 U značajnoj mjeri 
 U ovom poslu, motivacija zaposlenih je ključni preduslov za dobar učinak firme 
 
Hvala Vam na odgovorima! 
